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Men are disturbed not by things, but 
by the views i they take of them.
Epictetus
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Any solution offered (about stress) 
at the present time,however, must be 
premature and incomplete, and should 
be treated as of heuristic rather 
than definitive value,as a point for 
debate rather than as an 1 article of 
faith.
T. Cox
IV
The present research was designed to investigate the relationships among 
perceived work stressors, coping strategies and psychological strain. To 
further the analysis of the stressor-coping-strain relationships, the 
hypothesized main effects, mediating and moderating roles of personality 
dimensions ( i.e. Type A behaviour pattern, locus of control and self-esteem ), 
socio-demographic characteristics ( i.e. age, marital status, education, 
tenure, and income ), and contextual variables ( i.e. participation, supportive 
relationships and family-work interface ) were examined .
Literature review highlighted the paucity of researchers' concern with 
the production workers' stress and coping; the almost absence of stress and 
coping studies in the developing societies in general and Algeria in particular; 
and the lack of multivariate approach to the stressor-coping-strain 
relationships.
Following the performance of a pilot study on a sample of 40 workers, the 
main study was designed and carried out in a glass-works in Algeria. The 
sample interviewed ( using structured interviews ) consisted of 110 full-time 
male production workers.
Multivariate analysis of the data generally showed that:
- Experience of work stressors originating from role conflict, task, pay, 
communications, career, and role overload was related to increased anxiety, 
depression, dissatisfaction and psychosomatic complaints ( strain indices ).
- What makes most difference in the prediction of strain indices is not what 
people are ( i.e. personality and socio-demographic characteristics ), but 
rather, what they experience ( i.e. perceived work stressors and contextual 
variables ) and what they do ( i.e. coping strategies ).
- Coping strategies ( particularly "Withdrawal" and "Evaluation" ), contextual 
variables, and personality variables ( particularly, Type A behaviour and 
self-esteem ) exert a mediating effect upon the work stressor-strain 
relationships, so that the aversive effect of experienced work stressors on 
strain is attenuated ( e.g., by self-esteem and supportive relationships ) 
or exacerbated ( e.g., by withdrawal, Type A behaviour, and lack of 
participation ).
- The moderating role of coping strategies, contextual variables and 
personality was not supported. Socio-demographic variables were neither 
significant moderators nor mediators of the stressor-strain relationships .
Results were discussed and implications examined.
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1The chief objective of the present research is to examine the 
relationships of perceived work stressors to perceived strain, and the role 
of coping strategies in the stressor-strain relationship. To avoid a simplistic 
approach and to gain a more realistic and informative picture of the 
stressor-coping-strain relationship, the analysis will be furthered by 
addressing the role of some personality dimensions ( i.e. Type A behaviour 
pattern, locus of control and self-esteem ), socio-demographic characteristics 
( i.e. age, marital status, education; income, and tenure ) and contextual 
variables ( i.e. family-work interface, participation and supportive 
relationships ).
Therefore, before presenting the research problem and hypotheses in 
Chapter V , a critical examination of the literature regarding the stress 
concept and models ( Chapter I ), perceived work stressors and strain 
( Chapter II ) and coping strategies ( Chapter III ), is performed. Review of 
significant literature aimes at : (1) Identifying those aspects of relationships 
insufficiently studied; (2) Confronting the findings of various empirical 
research concerning a particular relationship to find out where they converge 
and where they diverge; (3) Examining, as far as possible, strengths and 
weaknesses of the research methods in the literature; and (4) Identifying the 
type of occupational levels and the nature of the socio-cultural contexts 
that are seldom investigated.
On the basis of the critical examination of the literature ( Chapters I 
through III ), consideration of the macro-social, economic, and cultural 
characteristics of the Algerian society forming the context of research setting 
( Chapter IV ), 'and the formulation of the research problem, objectives and 
hypotheses ( Chapter V ); a pilot study is * carried out ( Chapter VI ).
The raison d'etre of the pilot study is to develop and refine the design, 
data collection techniques and interview procedures of the main study.
OUTLINE OF THE THESIS
i1
The remaining chapters of the thesis concern the main study. The method 
adopted is presented in Chapter VII, results in Chapter VIII, discussion in 
Chapter IX, and conclusions in Chapter X.
In the chapter of the main study method, a detailed account of the sample 
characteristics, interview schedule, translation procedure, questionnaire 
measures and data-analysis techniques will be provided.
In order to achieve a clear-cut presentation of the material, "results” 
and "discussion" are broken down into two chapters: The result chapter is 
devoted to the description of the findings and the consideration of the 
hypotheses in the light of the results. On the other hand, the discussion 
chapter has three objectives: First, Confrontation of the present study 
findings with the stress and coping evidence reported in the literature; 
Second: Interpretation of the findings; and third: Integration of the present 
research evidence.
Finally, the chapter of conclusions examines the practical implications 
of the findings for the research setting in particular, and the Algerian 
industrial organizations in general; and the conceptual and methodological 
limitations of the present research. It is worth mentioning that the 
inplications involve suggestions and recommendations for the prevention and 
management of occupational stress by the organization.
2
CONCEPT AND MODELS OF WORK STRESS.
Our language, in fact, is only approximate 
and even in science it is -so (indefinite 
that if we lose sight of phenomena and 
cling to words, we are speedily outside 
of reality.
Claude Bernard
41.1 DEFINING "STRESS11
Defining a problematic concept such as "stress" creates some logical 
problems. It can be argued that designing a definition for "stress" 
contradicts its raison d'etre, because it brings a premature closure to 
the ability of the concept to exhaust different perspectives of researchers 
from various conceptual orientations. It is a rule rather than an exception 
that concepts in social sciences acquire ,over time and across models and 
theories, diverse connotations that cannot be sufficiently and accurately- 
conveyed by means of definitions.
Shall one then seek a definition of "stress"? It is perhaps more 
worthwhile, instead of providing a definition, to seek how to pose the matter 
properly.
1.1.1 "STRESS" REFERENTS.
Before addressing a sample of stress definitions, it is worth 
examining, beforehand, some prelimenary questions: what is the basic 
referent of the tern " stress " ? What kind of phenomena does the term 
refer to ? Is it used to indicate situational demands, intervening processes, 
or reactions ? In answering these questions, four tendencies can be 
identified:
(.i) - The first tendency employs the term "stress" to designate the 
situational demands that act upon an individual, and " strain " to indicate 
the state, reaction, or resulting conditions. Singleton (1973) adopts 
" the engineering convention of using stress in the sense of the stressor 
and strain for the reaction of the stressee ". Similarly, Hall and Mansfield 
(1971) refer to stress as " an external force operating on a system, 
be it an organization or a person, strain is the change in the state of 
the internal system which results from his external stress ". Therefore,
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5they conclude that " stress and strain are not synonymous". Eysenck (1983) 
argues that the " concept of stress cannot be understood without reference 
to strain; the former being the stimulus, objectively measurable and 
identical for all individuals, and the latter being the response of a given 
individual Similar use of stress and strain can be found in the work 
of many other researchers ( e.g. Caplan, 1971; French and Caplan, 1972;
Indik et al., 1964; Kahn, 1970; Margolis and Kroes, 1974; Parrot, 1973 ).
(ii) The second tendency, on the contrary, uses the term " stress 11 to 
denote the resulting state or response and " strain" or " stressors" to 
express the perceived external demands or constraints. In this context,
Pearlin and his co-workers ( Pearlin and Radabough, 1976; Pearlin and Schooler, 
1978; Pearlin,et al, 1981 ) utilize "strain " to indicate perceived 
situational problems and "stress" to refer to the response of the organism
to strain. Appley and Trumbell (1967) think that " stress is probably 
best conceived as a state of the total organism under extenuating circumstances 
rather than as an event in the environment ". Selye (1956) describes factors 
conducive to stress as "stressors" and the internal state of the organism 
in response to evocative agents as "stress". Also, many other researchers 
have used the concept of stress in similar way ( e.g. Frankenhaeuser, 1971; 
Kagan, 1971; Mechanic, 1962; Sells, 1970; Wolff, 1953 ).
(iii) The third tendency adopts a critical attitude vis-a-vis the term 
"stress". Hinkle (1973) argues that "stress" is associated with a great 
deal of fuzzy thinking, and does not provide a meaningful scientific 
description of the organism-environment relationships which are better 
described by other concepts. Therefore, Hinkle's (1973) verdict is that 
the concept of stress " was heuristically valuable in the past, but it 
is no longer necessary, and it is in sane ways hampering at the present 
Murrell (1978) remarks that the use of stress could only be misleading
since it might be interpreted in different ways by different people. So, he 
suggests the alternative term: " pressure " instead of " stress 11 to describe 
situational demands, and maintains the term 11 strain " to indicate 
psychological and physiological effects of pressure. Buck (1972) simply 
ignored the term "stress" and adopted instead the term "pressure" throughout 
his book . Indeed, "stress" does not appear in the index of this book.
(iv) Finally, the fourth position tends to settle the matter through 
seeking a compromise. This attitude, representing Lazarus' (1966) as well 
as McLean's (1974) standpoints, tends to use the word "stress" as a generic 
term which includes sources, effects and intervening processes of stress. 
According to Lazarus (1971), the term of " stress" encompasses " stimulus , 
causes, mechanisms, and response effects". Equally important is the proposition 
that each discipline ought to develop its own terms to refer to the specific 
concepts of its own analysis, Lazarus (1971) writes: "more specific terms 
being required to differentiate each variable and process, at each level 
of analysis ". Similar view is held by McLean (1974) who recommends adopting 
the term " stress " as a collective label encompassing research into 
stimulus, response and intervening variables.
1.1.2 DISCUSSION.
Three reasons may explain the source of these semantic problems. 
Examination of which may further our understanding of sane difficulties 
involved in the forthcoming sample of stress definitions.
First : In everyday life , language seems to have a considerable
coirmunicatory clarity. Terms such as stress, fatigue, vigilance and culture, 
to cite but a few, are used in the everyday language as if they possess 
inherent semantic clarity. But, when they are used in the social sciences, 
they lose their original feature, and acquire complex characteristics. .
The term must accommodate diverse situations or ideas to which it is applied.
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Often,researchers bring their own perspectives to the concept. This is 
the case with the concept of "stress" which has been used in various 
conceptual models based upon various theoretical orientations.
Second : The multiplicity of uses of the concept:'stress' may also be
due to the substitution of the concept 'stress' for other affective or 
emotional constructs that had prevailed before the concept of stress cone 
into vogue ( Appley, 1961; Levitt, 1968 ). In this vein, Cofer and Appley 
( 1968 ) explain that "stress'‘ has been used as a synonym for anxiety, 
conflict, ego-involvement, frustration, threat, and emotionality, generally, 
depending on a given writer's particular predilections " (p. 449).
Third : Part of the difficulties that surround the social and psychological 
concepts in general, and the concept of "stress" in particular, is due 
to the theorists' and researchers' attitudes. Most workers tend to adhere 
to their own conceptions of stress and strive with little or no concession 
or dialogue to affirm the superiority of their own conceptions.
Ccmmunications and dialogue between researchers are dominated by mutual 
criticism and rarely by mutual support; and a great deal of criticism is 
polarized by semantics. Kaplan (1964) raises the point but with an exaggerated 
tone when he said: " researchers seem to be often in that state of mind 
in which they want to disagree with sane thing, even if they do not know 
what " (p. 72 ). This is not to imply our pessimism or irritation, nor 
to convey that any discussion or debate is deemed sterile, but to emphasize 
the fact that differences and criticism should serve to bridge the hiatus 
in communication between writers, not to deepen it.
1.1.3 A SAMPLE OF DEFINITIONS.
The referents of the term 'stress' that have been reviewed, analysed 
and discussed, provide the frame for the examination of sane definitions.
It is perhaps more convenient to consider a sample of definition in terms
of their locus of emphasis , although this is not always an easy and 
clear-cut task. Therefore, three types of definitions can be identified:
(i) Stimulus-based definitions, (ii) Response-based definitions, and (iii) 
Interaction-based definitions,
(i) With reference to the stimulus-based definitions, ergonomists tend 
to espouse the engineering analogy of stress. Parrot (1973), addressing
the issue of stress and strain definition, prefers to describe the conditions 
that reflect stress because of their relationships to strain. So, " a  stimulus 
constitutes a stress for a particular system if a strain ensues within 
that system. In other words, under some threshold, a given factor may be 
a stress only for those individuals in whom it results in strain ". In 
analysing human performance, Fitts and Posner (1973) define stress " not 
as a condition that feels stressful to the individual, but by a specification 
of the demands that the environment places on the individual Further 
elaboration can be found in ' Welford's (1973) definition, that stress 
arises whenever there is a departure from optimum conditions of demands 
which the individual is unable or not easy to correct.
(ii) Response-based definitions seem to be adopted mainly by physiologists. 
Wolff (1953) conceives of stress as a state of the human organism that 
arises in response to a demand for adaptation. Stress as a state within
the organism can be found too in Selye's definition# but with more elaboration. 
As recent as 1983, Selye maintained that " stress is a nonspecific response 
of the body to any demand ". Any demand or stressor that acts upon the 
organism is unique: heat as a stressor produces sweating, cold causes 
shivering. But, all stressors that impinge upon the organism have one 
thing in cannon: they stimulate the demand for readjustment to reestablish 
the equilibriuum of the body. The rise of adaptive functions, irrespective 
of the nature of demands, constitutes the non-specific response.
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9and disease relationship. In Kagan's (1971) view; stress is the mechanisms 
whereby stimuli ( stressors ), be it pleasant or unpleasant, cause disease. 
Departure from the normal level of activity of the organism forms the core 
of Lader's (1971) definition. Lader proposes that " stress occurs when 
stimulation raises the activity of an organism more rapidly than adaptation 
can lower it
(iii) Interaction-based definition is mostly adopted by psychologists. 
Drawing upon Appley and Trumbell's (1967) definition, that stress is a 
state of the total organism, Sells (1970) suggests that this state of stress 
takes place when an individual, facing a demand, fails to respond effectively, 
and that the consequences of such failure in coping are significant to 
him. Thus,the absence of an adequate response as well as the assessment 
of its consequences for the well-being of the individual constitute the 
essence of Sells' definition
Lazarus and Launier (1978) view stress as " an event in which 
environmental or internal demands ( or both ) tax or exceed the adaptive 
resources of an individual, social system, or tissue system The term 
" tax " means to impose a charge or entail cost or tribute to the 
psychological system. The idea of interaction is reflected here in the 
transaction between demands external or internal ( goals, values, plans, 
etc..) and adaptive resources.
Also the interactional approach is emphasized in Cox's definition 
of stress. Cox (1978) argues that stress " can only be sensibly defined 
as a perceptual phenomenon arising from a comparison between the demand 
on the person and his ability to cope. An imbalance in this mechanism, 
when coping is important, gives rise to the experience of stress and to 
stress response " ( p. 25 ).
It emerges from the interactional definitions that, additionally to
situational demands and individual resources, the•interface too determines 
the phenomenon of stress.
1.1.4 DISCUSSION.
Having reviewed a sample of definitions, an important question warrants 
consideration: What are the contributions of the foregoing sets of definitions 
to the clarification of the stress concept ? To examine the matter, it 
is worth addressing the question from two perspectives, that is, from 
M what these definitions are ? " and " what they are not ?"
The first set of definitions is significant to the extent that 
situational variables are important and should be considered. However, 
this major emphasis upon situational factors has been established at the 
expense of individual differences ( e.g. cognitive processes, personality 
characteristics, needs and values ). Besides, sane definitions seem to 
imply that a level of stressfulness . is inherent in sane stimuli. Furthermore, 
this approach ignores the dimension of time in stress. Stressors or 
situational demands do not depend only upon the nature or the intensity 
of the stimulus, nor solely upon individual psychological, resources, but 
also on time . The same stimulus with relation to an individual may change 
over time.
While the first set of definitions has underscored . situational demands, 
the second set places major emphasis upon the response of the organism 
or the individual. Response does present an important component of stress 
process but does not cover other important facets of stress concept.
In this connection, some definitions concentrate upon physiological responses 
and ignore totally psychological processes ( e.g. Wolff, 1953; Selye, 1956). 
Other definitions, however, in order to define stress, equally adopt 
ambiguous and complex terms ( e.g. the term mechanism in Kagan's definition ) 
that need, in turn, to be defined. Furthermore, these definitions are relevant 
only to conditions involving acute, severe, or traumatic stimuli, and
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consequently, irrelevant to mild stressors that constitute major life 
situation?of the individual.
s
The third set of definitions is more successful in defining the 
phenomenon of stress in psychological and social realm. They agree in that 
neither stimulus alone, nor reaction alone, represents stress but their 
interface; that cognitive processes play crucial role in assessing the 
seriousness of a stimulus or a set of stimuli in relation to coping 
resources or capabilities; and that cognitive appraisal is not limited 
to the interpretation of situational demands' and assessment of coping 
repertoire, but extends also to the anticipation of coping outcomes or 
consequences.
Having summarized the contributions of the interactional definitions 
of stress, one important dimension, namely uncertainty, has been 
ignored . Perception of threat, appraisal of coping resources, and 
expectancy of potential response, outcomes, are not sufficient parameters 
of stress; because they imply that the individual can readily appraise 
( with much more certainty than uncertainty ) the effects of stressors, 
the potential outcomes of coping responses, and the importance of these 
outcomes to his goals and needs. In reality, the level of uncertainty that 
surrounds the perception of the effects a stimulus would produce; and 
the level of uncertainty that emanates from the predictability of a coping 
outcomes, determine, to a considerable extent, the experience of stress.
1.1.5 CONCLUSIONS.
It is suggested that the following aspects should be emphasized in 
the definition of stress:
(1) - Cognitive processes are the crucial identifier of stressors, since 
a stimulus cannot acquire the status of a stressor unless it is perceived 
to be of certain relationship to a person's needs, goals and well-being.
(2) - The dimension of uncertainty in cognitive appraisal should also be 
emphasized.
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(3) -The stressee is not a static organism that endures stress and 
automatically reacts to stressors; but an active and dynamic person because
he analyses the situation, deals selectively with alternatives and initiates 
coping responses.
(4) - It is also important to mention, in addition to the micro-inmediate 
situational stimuli, the macro-social and cultural reality that provides 
the frame for such situational demands and act as buffers or exacerbators of 
stress.
(5) - Individual differences are important components' of stress in that
a person's socio-demographic characteristics, personality dimensions and 
coping resources, influence the experience of stress.
1.2 DEFINING " WORK STRESS
As our concern is centred upon work stress, it is necessary to pose 
the question of stress definition in relation to the domain of work.
The previous section has addressed the concept of stress in general, 
irrespective of the sphere of concern. It is recalled that interactional 
definitions suggest that stress is best described in terms of interface 
or interaction, rather than in terms of either stimulus or response, or 
their mere juxtaposition. Additionally, it has been emphasized that cognitive 
processes are crucial parameters of stress. The reasons are twofold: .
First- stress arises when demand and individual resources are perceived 
or assessed as incompatible. Second - the consequences of failure or the 
outcomes of success should be perceived as significant to the person.
These contributions have been made by psychologists from different 
areas of concern and it is legitimate to ask how occupational psychologists 
define work stress.
1.2.1 DEFINITIONS.
Departure from normal functioning - a feature underlying most previous
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definitions - occupies an outstanding place in Beehr and Newman's (1978) 
definition. Following a systematic review of job stress research, they 
have suggested that " job stress " would be better defined as " a condition 
wherein job related factors interact with the worker to change ( i.e. 
disrupt or enhance ) his/her psychological and/or physiological condition 
such that the person ( i.e., mind-body ) is forced to deviate fran normal 
functioning It appears that the significance of this definition is 
threefold: First: stress indicates a condition of the psychological and 
physiological system that differ?from the usual one; Second: that the 
relation of the individual to his work environment is interactional; and 
third: the pattern of demands acting upon a worker would have positive 
as well as negative impacts.
Another perspective based principally upon the individual-situation 
interaction, which has gained ample acceptance, was developed by a research 
team from the Institute for Social Research ( I.S.R ) at the University 
of Michigan. Stress, according to the I. S.R team ( e.g. Caplan et al., 1975; 
French, Rodgers, and Cobb, 1974; Harrison, 1976a,b ; Pinneau, 1976 ), stems 
from the misfit between the person and his environment. French (1976) explains 
that "stress" represents "any characteristics of the job environment 
which poses 'a threat to the individual-either excessive demands or insufficient 
supplies to meet his needs Person-Environment misfit/fit, according 
to this perspective, possesses two forms: one form is the extent to which 
a person's skills and abilities match the demands and requirements of job. 
Another form is the extent to which an individual's needs are provided 
for by the work environment. It is also important to mention that " strain " 
denotes " any deviation from normal responses in a person " ( French, 1976 ). 
Manifestations of which are psychological ( e.g. anxiety, depression, and 
dissatisfaction ), physiological ( e.g. elevated heart rate and high blood 
pressure) j and behavioural ( e.g. excessive smoking, and dispensary visits ).
A
The concept of "homeostasis", although originally biological, seems to 
have an irresistible appeal to Margolis and Kroes (1974). But they add a 
psychological dimension to its physiological tone. So, they propose that stress 
is "the condition in which some factors, or combination of factors, at work, 
interacts with the worker to disrupt his psychological or physiological 
homeostasis".
Gross (1970) offers a compact definition based primarily onvcoping failure 
or success in dealing with stressors. Thus, stress is represented by the 
"failure of routine methods for managing threats"j. In this definition, the key 
term "routine" refers to usual coping responses to remove threats. It should be 
noted that the term "threat" is used here in Lazarus' (1966) way to denote 
imagined possible future deprivation of sane thing one values.
Other work stress researchers tend to approach the definition of stress 
in terms of conditions and situational sources of stress. It is worth 
mentioning that the indication of stress conditions is implied in most previous 
definitions. In this context, McGrath (1976), after having pointed out that 
stress is a condition of interaction between the individual and his work 
environment, proposes a set of conditions associated with stress. Stress arises 
when "...something happens 'out there' which presents a person with demand, or 
a constraint or an opportunity for behaviour".
Similar sets of conditions form the core of Schuler's (1980) definition.
He suggests that stress is a dynamic situation in which a person is confronted 
with an opportunity, a constraint or a demand in relation to what he desires 
to be, to have or to :do. These situations are associated with uncertainty, but 
resolution of wich is perceived to have significant outcomes to the individual. 
The major components of Schuler's definition of stress are : opportunity, 
constraint, demand, desire and uncertainty. Opportunity, constraint and 
demand refer respectively to potential situation of gain, status quo, and
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It is worth noting that, although Schuler replicates some parameters 
of stress that have been supplied by other definitions such as opportunities, 
constraints, demands and needs, his contribution resides in emphasizing 
the role of uncertainty in stress.
1.2.2 DISCUSSION.
The sample of definitions reviewed, provides' significant contributions 
to the clarification of the concept of " work stress " and also involve^ 
a number of conceptual difficulties.
The definition proposed by Beehr and Newman (1978) suffers from an 
inportant omission. They mention situational demands perceived as exerting 
threat or challenge, but ignore coping responses or efforts attached to 
stress resolution. However, it can be argued that coping behaviour together 
with other cognitive activities such as identification of demands, 
anticipation of coping consequences, and recognition of the outcomes or 
consequencies of handling stressors, are implied in the person being 
" forced to deviate from normal functioning 11; but this part of Beehr and 
Newman's definition, although crucial, is all encompassing a statement.
Is not a state of arousal induced, for example , by a demanding inspection 
task, a departure from normal functioning, since it overstimulates 
psychological and physiological processes in the individual ? Is arousal 
therefore, stress ? The level of arousal, according to some research findings, 
is not necessarily identical to stress, in that high arousal may be associated 
with high or low level of stress ( King et al. 1983; Mackay et al., 1978 ). 
This discussion attests to the imprecision and ambiguity of an important 
part of Beehr and Newman's definition.
With regard to the Person-Environment fit approach, it is instructive 
to mention two remarks made by Schuler (1980). He argues that the 
Person-Environment fit definition of stress is tautological: a person is
l o s s .  D e s ire s  in v o lv e s  needs and v a lu e s .
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under stress when he is in misfit situations, and being in a misfit 
situation is stressful. It is worthwhile, however, to judge a definition 
in terms of its informative ability. In this respect, the Person-Environment 
conception of stress conveys adequately the idea of incongruity between 
a person's needs or capabilities, and his environment demands or supplies, 
which gives rise to the phenomenon of stress.
However, a more pertinent remark made by Schuler (1980) was that, 
since the misfit between a person and his environment gives rise to stress, 
it follows that a state of fit means absence of stress. An implication 
that divorces with Selye's (1975) contention that, in reality, a certain 
state of stress is vital, and therefore a certain level of misfit is necessary.
A pivotal concept in Margolis and Kroes' (1974) definition of stress is 
", homoestasis ", Cannon (1939) coined the term of homeostasis to refer 
to what the physiologist Bernard (1945) has described as the fixity of 
the internal environment ( milieu interieur ), that is , the coordinated 
physiological processes that maintain most of the steady states or " state 
of fixity " in the organism. The adoption of the term to define stress 
in the socio-psychological context is questionable. It entails the risk 
of envisaging certain analogy between the functioning of psychological 
system and the mechanisms of physiological system. It suggests also that 
disruption of psychological functioning returns to its original state or 
initial equilibrium when the source of stress is removed or coped with.
On the contrary, coping with a difficult situation, for instance, may 
raise an individual's aspiration and motivation, modify his perception 
or appraisal of his abilities, etc..It can be argued, that a new organization 
or structure of psychological processes takes place rather than a mere 
return to the former state of equilibrium.
Gross (1970), in defining stress as " failure of routine methods for 
managing threats ", points out an important distinguishing feature of stress, 
that is, the existence of new demands in the work situation to which usual
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repertoires of coping _ strategies are irrelevant or inadequate.
In addition, Gross gives preponderance to coping behaviour over other 
components of stress. However, Gross' definition implies that threat due . to 
the change in the work environment represents stress. Therefore, the 
absence of change means the absence of stress. It can be argued that the 
absence of change such as lack'of promotion, routine work, absence of 
salary increase etc.., may be perceived by certain individuals as posing 
threat and, therefore, stressful because little can be done about them.
Also, it appears that Gross' statement is too compact to form a 
comprehensive definition that emphasizes other conditions which are not 
perceived as a threat but create stress ( e.g. excessive load and underload ), 
and that, prior to the initiation of coping action to manage threat, 
stress may take place because the individual is uncertain about the 
outcomes of coping.
McGrath's (1976) definition underscores the interactional nature of 
stress; but tends to emphasize situational factors more than cognitive 
processes and coping responses. .Any situation perceived as a demand, a 
constraint, or an opportunity, is considered stressful. However, it can 
be argued that such conditions, if not associated with uncertainty, the 
absence of adequate coping repertoire, and the significance of coping 
outcome to the person, cannot necessarily constitute a source of stress.
Schuler (1980) joins- McGrath in distinguishing and. identifying 
conditions perceived as stressors; but he adds' * other important
dimensions, namely uncertainty, needs, values and perceived importance 
of coping outcomes. However, it can be argued that the way the concept 
of stress in Schuler's definition is worded or formulated poses a major 
difficulty. Schuler said that " stress is a dynamic condition in which 
an individual is: a) ' confronted with an opportunity ... b) confronted 
with a constraint... c) confronted with a demand on being/having/doing 
what ( S ) he desires....". If we examine the statement " confronted with "
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carefully, we understand that events in the work situation labelled as 
opportunities,constraints or demands, confront an individual, that is 
( according to the definition ) confront his perception, needs and values.
Hence, there are two discrete entities: Opportunities, constraints and 
demands which exist external to the individual, on one hand; and the 
individual, on the other hand. The two entities are linked by the statement 
" confronted with ". But, opportunities, constraints and demands do not 
exist as such in the work situation, but are perceptual categorization 
or patterning of situational stimuli. The formulation of stress definition 
would be precise and clear if it reads: " Stress is a dynamic condition 
wherein situational factors are perceived ( or appraised) as opportunities, 
constraints or/and demands, on being/having/doing what an individual desires..".
112.3 CONCLUSIONS.
In order not to suggest the idea of seeking only negative aspects 
of the foregoing definitions, it is worthwhile to conclude with a synthesis 
based upon the contributions of these definitions.
So, stress arises when situations, events and stimuli in the work 
environment are perceived as demands, constraints and/or opportunities, 
which are expected to induce harm, threat or gain, depending upon personality 
characteristics, needs, coping resources, and social support. Perception 
of threats or gain arouses short term affective and physiological changes 
and generates coping responses whose anticipated outcomes are more or less 
uncertain, but of inportance to the individual.
This synthesis or integration of significant influx from the reviewed 
sample of definitions, does not mean provision of a new definition, but 
it does reflect Montaigne's statement:
" One might therefore say of me that in this book I have only made 
up a bunch of other people's flowers, and that of my own I have 
only provided the string that ties them together " ( Cited in Selye,1975).
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~ 1 . 3 CONCEPTUAL MODELS OF WORK STRESS
A consideration of the conceptual models of work stress, necessitates 
a classificatory scheme based upon the underlying rationale or philosophy.
From the examination of a sample of conceptual models of work stress, three 
broad approaches can be detected.
(1)- Deterministic approach ( or mechanistic approach )
(2)- Interactional approach.
(3) - Transact ional approach.
Additionally, it should be noted, at the outset, that the prime concern 
of the author is with the conceptual models ( derived from either theorization 
or empirical research ) proposed in relation to the occupational domain.
Selye's paradigm, although primarily endocrinologic in nature, will be 
examined, owing to its considerable influence upon occupational stress 
literature ( Beehr and Schuler, 1981; Jick and Payn, 1980; Schuler, 1982 ).
1.3.1 DETERMINISTIC APPROACH :
This approach is based on the mechanical conceptualization of stimulus- 
response links in that stressors directly determine strain, irrespective 
of societal, organizational and personal modifiers of that relationship .
The models of occupational stress that fall within this approach are of 
two types according to their locus of emphasis: (i) Response-focused models 
represented here by Selye's model, and (ii) stimulus-focused models represented 
by a sample of empirical endeavours.
(i) Response-focused models: Selye's Model.
Selye's (1956) definition of stress, as the non-specific response of 
the body to any demand made upon it, offers the notion of " non-specificity " 
of physiological response of the organism, a crucial importance. In same 
respects, situational factors provoke specific responses, that is, cold 
produces shivering; and heat induces sweating. But, all these agents have
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a cannon denominator : they generate adaptive functions through secretion 
of various hormones to reestablish normality. The nonspecific adaptive 
response of the body to any external agent remains the same whether the 
stress-producing factor ( stressor ) is pleasant or unpleasant.
The nonspecific adaptive response, termed the General Adaptation Syndrome 
( G.A.S )j involves three identifiable stages:
First : Alarm Reaction Stage. Facing various noxious stimuli, the organism
reacts in two ways : (a) undergoing various signs of injury such as decreased 
blood pressure, elevated temperature, etc.. ( shock sub-phase ). And (b) the 
general mobilization of defensive resources to face noxious stimuli, through 
sympathetic-adreno-medullary responses. ( counter shock sub-phase ).
If a stressor remains highly severe, resistance collapses and death 
ensues. If, however, the duration of that stressor, during this phase, is 
tolerable the second stage follows.
Second : Stage of Resistance. It is characterized by the organism's full
adaptation to a stressor, and consequently the improvement or disappearance 
of symptoms induced during the Alarm Reaction Stage. However, this adaptational 
effort may be impaired following more exposure to noxious agents.
Third : Stage of Exhaustion. If the stressor is sufficiently severe and
prolonged, resistance or adaptation is exhausted. Consequently, the symptoms 
of the first stage reappear.
Two other aspects of Selye's model deserve a brief description. One 
is the concept of homeostasis central to Selye's work. It refers to a 
state of fixity that the organism has to maintain because deviation from 
the original state causes sickness or death. Another steady state of the 
organism is called ' heterostasis ' . The main difference between homeostasis 
and heterostasis is that " the former maintains a normal steady state by 
physiological means, whereas, the latter ' resets the thermostat ' of resistance 
to a heightened defensive capacity by artificial intervention from the 
outside " ( Selye, 1980 ).
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Another important aspect is the interpretation of the relationship 
between stress and illness. Selye suggests that homeostasis can be disrupted 
in two ways: either stressor characteristics exceed one' s capacity of 
adaptability, or causing disease because of a particular vulnerability in 
the organism structure. " In the human body there is always one organ or 
system which, owing to heredity or external influences, is the weakest 
and most likely to break down under general biological stress " ( Selye,
1983 ). It follows that the same stressor may elicit different types of 
illnesses in different persons.
(ii) Stimulus-focused models .
Research seeking a direct cause-effect link between work stressors and 
strain is frequent in ergonomics and occupational psychology. Sane illustrative 
examples will suffice: noise increases accidents ( Kerr, 1950; Cohen, 1974 ) 
causes health symptoms such as heart rate irregularity ( Jansen, 1961 ) and 
Hypertension ( Jonsson and Hansson, 1977 ). Long-lasting bad posture at work 
relates to symptoms of musculo-skeletal damage ( van Wely, 1970 ).
(iii) DISCUSSION.
The research support for Selye's model is concisely described by Mason 
( 1975 a ); " There are still sane workers who accept Selye's view of stress, 
seme who use modifications of them, sane who regard them yet as unproven 
working hypotheses, and sane who simply reject or ignore them. "
The validity of the General Adaptation Symptoms based upon the 
non-specificity of the organism's reaction to external stressors has 
been challenged by recent experimental evidence. Mason ( 1971, 1974 ) found 
that some stressors, such as heat, fasting, and moderate exercise, although 
noxious and demanding, generate specific reactions of the pituitary-adrenal - 
cortical system. That is, the organism responds in a rather specific or 
selective way depending upon the particular stimulus under study.
Mason ( 1975 b,c ) also argues that conventional laboratory studies 
( e.g. Selye's experiments ), based upon the view that psychological processes
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are negligible experimental factors compared with such substantial physiological 
stressors as heat, cold, exercise, trauma and so on, fails to realize the 
importance of psychological variables ( e.g. emotional disturbance, discomfort, 
and pain ) in contaminating the effect of physical stressors.
Thus, another weakness, in Selye’s model, resides in ignoring psychological 
processes that intervene in the stimulus-reaction relationship. Recent work 
by Kagan and Levi (1984), adopting Selye’s framework, has placed emphasis 
upon the mediating role of psychosocial variables in the presumed relationship 
between stressors and disease. Also, Jenkins (1979) expanded Selye's model 
to include psychosocial modifiers of the organism response to stress.
Turning to stimulus-based models, it can be argued that any stressor, 
singled out to predict strain, is unable to account . sufficiently., for the 
prediction of strain, unless other contextual and personal intervening 
variables are taken into account.
To conclude , the discussion has emphasized the need for considering 
psychological and social variables that may specify or modify ( i.e. 
attenuate or exacerbate ) the stressor-strain relationships.
1.3.2 INTERACTIONAL APPROACH.
In examining interactional models of stress, one should be careful 
about the adoption of the term interaction owing to the various connotations 
found in the social-psychology literature. Pervin and Lowis (1978) provide 
a typology of interaction which includes, among others, " interdependent 
interaction " and " reciprocal action-transaction ". The latter will be dealt 
with in the forthcoming section; the former, namely * interdependent 
interaction ' refers to " two or more variables that can be independently 
measured but whose effects can only be understood in relation to one another "
( Pervin and Lowis, 1978 ).
(i) PERSON-ENVIRONMENT FIT MODEL. ( P-E FIT )
The Person-Environment fit model was developed by the Institute For
Social Research ( ISR ) team at the University of Michigan, to investigate 
the relationship between job stress and health. Inspired by Lewin’s (1951) 
field theory and Murray's (1959) motivational processes theory, French,
Rodgers and Cobb (1974) proposed a model based upon the goodness of fit 
between the person and the environment, and called it"Person-Environment fit" ? 
abreviated henceforth as P-E fit model. The approach differentiates between 
' objective environment ' that exists independently of the person's perception 
of it, and ' subjective environment ' representing the person's perception of 
his objective environment. Also, the approach makes a parallel distinction 
between the objective person as he actually is, and subjective person as 
he perceives himself ( self-conception ).
The model posits that deficiency in the fit between the characteristics 
of the person and the properties of his work environment causes psychological 
strain ( e.g. irritability, anxiety, and depression ), physiological strain 
(e.g. high blood pressure and elevated cholesterol level ) and behavioural 
symptoms ( e.g. increased smoking, drug-consumption and withdrawal from work ). 
Strain would result from discrepancy between either job demands and an 
individual's abilities to meet them, or between one's needs and environmental 
supplies to satisfy those needs ( Caplan, 1976; French and Caplan, 1973;
Harrison, 1976b, 1978; Kulka, 1975 ). Prolonged exposure to job stressors, 
and experience of strain culminate in various disorders including mental 
health ( e.g. chronic depression ) and physical health ( e.g. Coronary heart 
diseases and peptic ulcers ) ( Caplan, 1971* Caplan et al.,1975; French
and Caplan, 1970; French et al., 1983;' Harrison 1976a ),
The trend of the relationships, linking the extent to which a person's 
needs or motives are supplied by the work environment to strain, was 
hypothesized to manifest one of the three curvilinear shapes as illustrated 
in Figure (1.1) ( Caplan, 1983 ). The X-axis presents a scale of the P-E fit:
•the negative numbers indicate a deficiency, that is, the person needs more of 
the characteristics than the environment supplies; zero represents a perfect fit;
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Person-environmant fit
Three hypothetical shapes of the relationships 
between Person-Environment (P~E) fit on the 
ability-demand dimension, and strain.
and the positive numbers indicate an excess, that is, the environment provides 
more than the quantity needed by the person. The Y-axis, however, represents 
strain.
The solid line in Figure (1.1) exhibits the monotonic decrease in strain 
associated with increase in environmental supplies to the point of meeting 
the needs levels. But,- when the region of supply excess is reached, the 
relationship between the P-E fit and strain becomes complicated. Therefore, 
the curve possesses three possible shapes:
a)- In a U-shaped relationship ( Curve A ), excesses in the environment 
(e.g. too much work load ), and deficit in environment supply ( e.g. too 
little work load ) lead to higher levels of strain than the case of perfect 
fit or the desired level.
b)- The asymptotic relationship ( curve B ) arises when supplies for one 
motive or need are not exchangeable for supplies for other motives or needs 
( House, 1972 ).
c)- The linear relationship represented by the curve (C) occurs when excess 
supplies for one motive or need can be used as supplies for other motives 
( Harrison, 1978 ).
DISCUSSION.
Having provided a concise account of the P-E fit model, it appears that 
the elegance of the constructs used and the sophistication of the approach 
have generated considerable interest. A question, however, arises : to 
what extent do empirical studies lend support to the relationships 
integrated into the model ?
The predictive potentials of the model, although encouraging, were 
not found to be satisfactory, considering the results of a number of empirical 
studies ( Harrison 1976a , French et al. 1983; Kahana et al. 1980; Kulka, 
klingel and Mann, 1980; Kulka, Mann and Klingel, 1980 ). Some frustration 
was expressed by Caplan ( one of the principal promotors of the P-E fit
25
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approach ), in a recent article. Caplan (1983) concluded that the 11 percentage 
of variance that P-E fit theory can explain in strain must be increased 
if the theory is to deserve further attention in stress research ". He 
ascribed some causes of the model is modest predictive and explanatory ability, 
to the shortcomings involved in the specification and measurement of the 
model parameters; and to the overwhelming focus on the present time frame 
which excludes past and future P-E fit as a source of stress. The elaborated 
P-E fit model proposed by Caplan (1983) includes the person's perception 
of the past, present, and future in relation to the objective past, present 
and future.
The model posits that strain reaches its lowest level when the person and 
the environment are a perfect fit. The evidence provided, lends only moderate 
support to this conception. Small discrepancies on sane dimensions may be 
experienced as being pleasant or more comfortable than the level of comfort 
associated with prefect fit ( Feather, 1975; Kulka, 1975 ). The experience 
of successful coping with discrepancies between one's needs or capabilities, 
and the environment demands or supplies, can be associated with a larger 
reduction in strain than can the point of perfect fit account for. Thus, 
past experiences of a person may enhance his tolerance to more drastic 
discrepancies. " The theory of P-E fit must be developed to specify the 
various conditions under which either perfect fit or small discrepancy will 
best represent the point of lowest stress " ( Caplan, 1978 ).
Finally, the measurement of the model parameters presents some 
methodological difficulties. To assess the degree of fit between the 
respondents' perception of certain aspects of their environment and of 
themselves, two commensurate question formats were commonly used. For instance, 
with reference to work load dimension, the question " How much load 
do you have " is assumed to measure subjective load; and the corresponding 
question 11 How much workload would you like to have 11 is assumed to measure 
subjective ability or capability ( a desired level ). The former question
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scores are substracted from the latter question scores to derive an index 
of the P-E fit on that dimension. But, the problem with these measures is 
that, a person with high abilities to deal with work demands will desire 
higher work load and, consequently, is more likely to tolerate more work 
load . Although work load* '" '.is actually high, he tends to report 
low level of work load. On the other hand, the same overall amount of vwork 
load ' may be perceived by another person as quite high, since his desired 
level is moderate owing to self-evaluation of his capabilities. Therefore, 
the measures of the person and the environment are contaminated by each other. 
Caplan et al. (1975) noticed, not without surprise, that the person and the 
environment measure correlations range from 0. 13 to .68 in their study 
of 23 different occupations.
Conceptual and methodological difficulties notwithstanding , the P-E fit 
approach is perhaps the most sophisticated and influencial paradigm in 
occupational stress.
(ii) CONDITIONAL MODELS;
The term " Conditional" is used to group some work stress models that 
involve, besides stressors and strain indicators, potential conditioning 
( moderating ) or mediating variables. Three examples of the conditional 
paradigm will be briefly reviewed.
House (1974) proposed a model that integrates five classes of variables, 
namely objective social conditions, perceived stress, response to stress, 
outcomes and conditioning or moderating variables whether individual or
situational. As portrayed in Figure 1.2, enduring health outcomes ( Box 4 )
for instance, are produced only if objective social conditions ( Box 1 ) 
are perceived as stressful ( Box 2 ), and responded to ( Box 3 ) in a way
that exacerbates stress. Responses of the individual may modify the objective
situation ( called here coping ), or alter one’s perceptions' ( defence ).
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Finally, potential moderator variables condition all the relationships 
described; that is, perceived stress, response to stress, and outcomes # 
depend .upon the nature of the situation, and the characteristics of the 
individual.
Addressing-the relationships of work stressors to psychosomatic complaints, 
performance and absenteeism, Dolan and Arsenault ( Arsenault and Dolan, 1983a; 
and b; Dolan and Arsenault, 1979, 1980; Dolan et al., 1981) proposed a model 
that encompasses work stressors, moderators and stress outcames. They grouped 
work stressors into two classes: Job context ( e.g Pay inequity, role 
ambiguity; role conflict, etc..) and job content (e.g. participation, 
responsibility, quantitative workload, etc.). The model indicates that the 
relationships of both sets of work stressors to strain outcomes ( performance 
inpairement, absenteeism, and psychosomatic ailments ) are moderated by 
the occupation, organization and personality. In other terms, the effects 
of work stressors upon physiological, psychological and behavioural strain 
outcomes are contingent upon personality characteristics, level of occupation 
and type of organization.
Cooper and his collaborators ( Cooper and Davidson, 1982; Cooper and 
Marshall, 1976, 1978; Marshall and Cooper, 1979 ) proposed a model of 
occupational stress incorporating sources of stress, individual characteristics, 
symptoms of occupational ill-health and diseases. Sources of stress within 
and outside the organization cause psycho-somatic strains ( e.g. depressed 
mood, job dissatisfaction and blood pressure ) through the mediation of the 
individual characteristics ( e.g. level of anxiety and type A behaviour ). 
Recurrence of stress symptoms causes diseases ( e.g. ulcers and 
cardiovascular diseases ), poor mental health ( e.g. lowered self-esteem 
and Job satisfaction ), and organizational symptoms ( e.g. low productivity 
and absenteeism ).
Recently, Cooper ( Davidson and Cooper, 1981 ) has more clearly 
formulated the interactional relationships of the person and the environment,
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although the original components of the model remain basically unchanged. 
Essentially, Cooper and Davidson, by offering a revised model of occupational 
stress, want to convey the idea that the three inter-related areas of work 
stressors ( work, hone, and social settings ) affect and interact with 
the individual characteristics and resources, to produce strain.
DISCUSSION.
The foregoing examples of models share the concern of viewing the 
causal relationships among stressors, strain and outcones as conditioned 
or mediated by situational and individual variables. However, sane remarks 
merit mention .
First : It can be noticed that these models differ in their ability
to differentiate between components of stressors and strains. With respect ' 
to stressors, each model involves a specific or idiosyncratic way of 
grouping situational factors. On the one hand, while House's (1974) model 
differentiated between strain: short term reactions to perceived stressors, 
and outcomes due to enduring exposure to stress, Cooper and Marshall (1979) 
made no such a distinction. To illustrate, Cooper and Marshall utilized 
the label " manifestations of stress " to include such specific short term 
reactions as job related tensions, elevated pulse rate; and such ultimate 
consequences of prolonged exposure to stress, as ulcers and cardiovascular 
diseases. Paradoxally, the same label included such multifaceted and complex 
organizational outcomes as low productivity and absenteeism.
Second : Another problem that arises from the reviewed models relates 
to the role of the intervening variables ( personality, situation, 
organization, etc..) in the stressor-strain relationships. Indeed, the 
merit of these models resides in the integration of the intervening variables, 
but this advantage is undermined by the confusion that surrounds the status 
of the intervening Variables. Does personality, for example, mediate the 
stressor-strain relationship ( stressor—» personality— ^-strain ) and,
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therefore, stressors are expected to affect strain indirectly through the 
transmission of sane influence from stressors to. strain by the mediator 
variable: personality ? Or, does personality moderate ( or condition ) 
the stressor-strain relationship so that the relationships of stressors 
to strain vary depending on the level of a particular characteristic of 
the personality ?
Third : The major weakness of these models, excepting House's (1974)
model, lies in the assumption that the individual endures passively the 
vicissitudes of the environment and reacts accordingly through manifestation 
of affective, physiological, psychosomatic, and behavioural changes. This 
paradigm of man, underlying many models, is refuted on the ground that 
the individual perceives selectively situational demands and constructs, 
in most cases, a strategy or strategies to cope with this demands.
To sum up, the merit of the conditional models lies in integrating 
potential moderator or mediator variables into the stressor-strain 
relationship network-' However, coping behaviour is an integral part of 
the stress process, omission of which renders the model less informative 
and predictive.
(iii) FACET - ANALYSIS MODELS.
A facet is a conceptual dimension underlying a set of variables 
( Foa, 1968 ). Facet analysis, a term originally coined by Guttman (1954) 
was used primarily as a system for classification of social and psychological 
constructs. McGrath (1967) cites many case studies that employed facet analysis 
for classificatory purposes. White and Mitchell (1976) also adopted the 
approach as a classificatory device in the context of organizational 
development.
On the other hand, facet analysis is used to generate hypotheses and to 
construct conceptual models. The works of Elizur and Guttman (1976), Payn 
et al. (1976), Shapira and Zevulum (1979), and Shye (1979), to cite but a
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few, reflect this orientation of the facet analysis'approach to organizational 
behaviour.
With reference to occupational stress, two models based on facet 
analysis will be briefly considered.
Beehr and Newman (1978) developed a model based upon seven facets T 
namely personal facet, environmental facet, process facet, human consequence 
facet, organizational consequence facet, adaptive response facet and time 
facet. These facets were integrated into a network of relationships. The 
elements of the personal and environmental facets of stress sources lead 
to human and organizational consequences ( strains ) through the mediation 
of the process facet ( i.e perceptions, evaluation and physiological 
processes ). The consequences of stress, whether individual or organizational, 
generate adaptive responses which over time feedback into, or affect personal 
and environmental sources of stress.
In conceptualizing organizational stress, Shirom (1982) proposed seven 
facets and constructed a mapping sentence that describes verbally the 
relationship sequencies among the seven facets. Thus, the experience of 
stress takes place only if a worker perceives an ongoing or episodic 
condition ( duration of demand facet ) of ambiguous, conflicting, varied, 
complex, or quantitatively overloading demand ( Type of demand facet ) 
which originate?from the role played by the worker or significant others, 
or originates from procedures ( source of demand facet ), in reference 
to individual, work process or output; group, work process or output 
( interaction context facet ) is perceived as quantitatively or 
qualitatively ( aspect of resource facet ) taxing individual or organizational 
resources ( type of resource facet ) to a very little or large extent 
( range facet ).
DISCUSSION.
Having presented two examples of occupational stress models based
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upon the facet analysis approach, sane shortcomings deserve mention:
First : Shiran justified his concern with demand excess, to the exclusion
of demand deficiency as a source of stress, on the ground that the latter 
is not a potent feature of the demand stressors. Actually, strain can 
also be induced by perceived deficient supply rather than excess. demand. 
Instances of which, are inadequate - pay and lack of pronotion that may be 
perceived by workers as associated with worries, tension and dissatisfaction. 
These examples of the inadequacy of work to satisfy one's needs and motives 
are, contrary to Shirom’s contention, a frequent source of stress.
Second : There remains another noteworthy hiatus in Shirom's (1982)
model. The researcher excluded coping responses from his model, advancing 
the argument that stress is " theoretically distinct from the stress 
management or coping process, and from the individual's responses to stress 
whether behavioural, affective or physiological ". This justification 
seems unconvincing because it does not explain how coping is theoretically 
distinct from the stress process. Furthermore, addressing the definition 
of interaction, Shiran (1982) wrote: " following Lazarus (1980), we define 
the term enployee-environment interaction to refer to a reciprocal action, 
implying multidirectional causation, which takes place between the employee 
and his work situation " ( underlines added ). It is really hard to imagine 
how " reciprocal action " or " multidirectional causation " could be 
possible in a model where responses of the individual to situational 
stressors were excluded.
Third : The adaptive response facet according to Beehr and Newman (1978)
consists of " attempts to alleviate the undesirable effects of stress 
in a manner that results in long-term health for the individual and the 
organization So, the idea underlying Beehr and Newman's (1978)' model 
is that any response or action by the coper, which changes the person 
or the environment is of adaptive value; but it can be argued that some
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forms of avoidance, passive attitudes and denial, may have positive outcomes 
to a particular individual although they entail no change in either the 
situation or in the enduring characteristics of the person. Furthermore , 
the adaptive response facet in their work represents only positive outcomes. 
Yet, responses or coping behaviour can have either positive or negative 
outcomes depending upon the criteria used or the standpoint adopted.
The contributions of the facet approach to the conceptualization of 
occupational stress resides in providing more systematic categorization ' 
of stress components, and in emphasizing the dynamic relationships between 
different facets of stress, by integrating the time facet or temporal 
dimension into the stress model.
1.3.3 TRANSACTIONAL APPROACH
Before examining transactional models, a question warrants clarification: 
Why 1 transaction ' is used instead of ' interaction 1 ? Or more precisely: 
What are the distinguishing features, if any, of the transactional approach 
from the interactional approach ?
In the previous section, the issue of the varied connotations conveyed 
by the term ' interaction 1 were addressed. It is recalled that Pervin 
and Lewis (1978) provided a typology of interaction involving descriptive- 
interaction, statistical interaction, additive interaction, interdependent 
interaction, and reciprocal action-transaction. The interdependent interaction 
was adopted in the foregoing section to refer to two or more variables 
that can be independently measured but whose effects can only be understood 
in relation to one another. Reciprocal action-transaction, a term relevant to 
the present section, means that " the variables of interest are constantly 
influencing one another, the action of one affecting another variable 
that in turn affects the nature of the first variable " ( Pervin and Lewis, 
1978 ). Actually, the idea of reciprocal influence or feedback forms
also the core of the term'interaction but with less emphasis upon the time
t /dimension that constitutes an essential • .feature of transaction.
> /Perhaps the essential distinguishing feature of transaction is the 
contention that there is neither an autonomous organism nor an independent 
environment but an organism-environment relationship. This aspect was 
emphasized by Lazarus and Folkman (1984) when they wrote "...another 
distinguishing feature of transactional thought, the one that gives the 
term transaction a quality missing in the concept of interaction, is that 
transaction implies a newly created level of abstraction in which the 
separate person and environment elements are joined together to form a 
new relational meaning " ( p. 294 )
These distinction? seem necessary in order to introduce transaction-based 
models. Two transactional paradigms of occupational stress will be examined: 
Mackay and Cox's( 1976), and Schulerk( 1982) conceptual models. It should 
be noted, beforehand , that Lazarus’ work can be included here; but owing 
to his prime concern with coping, processes, it would be more relevant to 
deal with his model in a forthcoming chapter on coping behaviour.
(i) COX AND MACKAY*5 MODEL.
Cox and Mackay ( Cox, 1978; Mackay, 1981; Mackay and Cox, 1976 ) 
suggested a model based upon the balance/imbalance between perceived demand 
and perceived capability. Stress arises when demands are perceived to 
exceed one’s abilities or capabilities. Critical imbalance or misfit between 
the person and his work environment induces an upleasant emotional experience 
( psychological strain ) associated with psychophysiological changes; 
that is, besides physiological changes, cognitive and behavioural responses 
to reduce stressful demands take place. However, psychophysiological 
responses are not the end-point of the stress process, but they bring 
about consequences that may change the actual demands and the process 
of cognitive appraisal of one’s capability in relation to perceived demands.
3 5
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(ii) SCHULER'S MODEL.
Schuler ( Beehr and Schuler, 1981; Schuler, 1982) proposed a model 
reproduced in Figure(1.3), The model indicates that perception of environmental 
stressors as inducing stress ( i.e. strain ) is influenced or conditioned 
by individual characteristics. In other terms, personality variables interact 
with work stressors to determine stress ( i.e strain ) .Occurrence of stress 
is associated with short term reactions; physiological reactions that 
take place irrespective of the type of perceived stressors; and psychological 
reactions which depend on the perception of stressors. Also, stress 
perception leads to intermediate individual responses: physiologically., 
the body seeks to resist the initial physiological response of the foregoing 
alarm reaction stage; psychologically, the individual decides what to do, 
al though, the effects resulting from the short term response stage still 
disrupt the initiation of coping.
Finally, perception of stress is also conducive to long-term Individual 
responses: at this stage, physiological reactions occur irrespective of 
the type of stress. However, psychological and behavioural ( e.g absenteeism 
and turnover ) consequences are dependent on the type of perceived stressors 
and coping behaviour initiated in the foregoing stage.
With reference to individual characteristics, the model posits that 
these variables affect the perception of objective environmental stressors, 
and moderate the impact of perceived stressors on short-term individual 
responses as well as intermediate individual responses.
(iii) DISCUSSION.
An elegant example of matching a physiological schema of stress with 
a socio-psychological schema of stress is represented by Schuler's (1982) 
paradigm. The necessity to cut across a number of disciplines urged him 
to develop a model that integrates psychological, physiological, behavioural, 
organizational and temporal components in a unitary framework. However,
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while the purpose is certainly of substantial significance, some arbitrariness 
involved in the procedure undermines the importance of the enterprise.
Upon the examination of the model, one has the feeling that Schuler forced 
social and psychological responses to accommodate the three stages of 
Selye*s General Adaptation Syndrome (G A S), namely alarm reaction, 
resistance and exhaustion. This parallelism between physiological and 
psychosocial processes creates some conceptual difficulties:
(a) - The stage of exhaustion that corresponds to long-term responses 
arises " following long-continued exposure to the same stressor to which 
the body had become adjusted; eventually, adaptation energy is exhausted, 
the sign of the alarm reactions reappears, but now they are irreversible, 
and the individual dies " ( Selye, 1975; p. 39 ). If this is the case with 
physiological long-term responses, is it logical to match the stage of 
exhaustion, just described, with high performance, satisfaction and 
self-esteem ( in case of perceived opportunity stress ); and with anxiety, 
tension, dissatisfaction, absenteeism, and turnover ( when environment 
stressors are perceived as demands and constraints ) ?
(b) - The three stages of Selye's General Adaptation Syndrome ( alarm 
reaction, resistance and exhaustion ) develop from exposure to extremely 
severe stressors, whereas psychological and behavioural symptoms often 
stem from mild and recurrent organizational stressors. So, the General 
Adaptation Syndrome phases and sociopsychological symptoms originate 
from quite distinct patterns of circumstances.
Turning to Cox and Mackay's model, it is hard to discern where its 
originality or conceptual contribution resides. To illustrate, the key 
term : imbalance, is synonymous with the conception of fit/misfit adopted
by the Person-Environment fit approach examined earlier in this chapter.
Also, subsequent stages of the model are penetrated with Lazarus' (1966) 
cognitive and coping concepts, such as primary appraisal, secondary appraisal, 
direct action, and defensive reappraisals. So, the second large part of
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Cox and Mackay's model is heavily structured around responses or coping 
using Lazarus' (1965) typology, although termed differently. For example, 
imbalance, stress response and emotional experience correspond to the primary 
appraisal of harm or loss leading to unpleasant feelings, and to initial 
coping attempts. On the other hand, psychological responses developed 
following the first attempts are the product of the secondary appraisal. 
Finally, cognitive defence and behavioural response are similar to Lazarus' 
(1966) types of coping responses, namely defensive reappraisals and direct 
action, respectively.
However, this comparison does not imply that Cox and Mackay's model 
duplicate both P-E fit approach and Lazarus' cognitive approach. Perhaps, 
part of the merit of Cox and Mackay's paradign resides in integrating 
elements from both approaches in one conceptual framework. Furthermore, 
the emphasis on the cognition or anticipation of positive or negative 
outcomes of coping and their significance to the person, although suggested 
by other writers ( e.g. McGrath. 1970ajSells, 1970 ), remains important 
features of the model.
To conclude this section, the contributions of transactional models 
lie in their emphasis upon coping responses and on time dimension of the 
stress process, which have been touched upon by the previous interactional 
models.
1.3.4 CONCEPTUAL AND METHODOLOGICAL IMPLICATIONS.
Some aspects of potential conceptual and methodological significance 
for the objectives of the present study are:
First : The discussion ( especially with reference to Schuler's, 1982 ,
transactional model ) emphasized the need for distinguishing between two 
classes of work stressors : (a) Acute but short-lasting or ephemeral 
stressors; and (b) chronic but relatively mild stressors. Since work stressors
3 9
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are frequently of the second type, the present study will concentrate upon 
this class of work stressors .
Second : The integration of intervening variables in the interactional
and transactional models is an important conceptual effort, because it 
injects into these models greater ability and power of prediction and 
explanation. However, the relationships of potential intervening variables 
to perceived stressors, strains and coping,' need further conceptualization 
and empirical validation; Does a potential intervening variable have 
only interactive effect on the dependent variable ? Does it exert significant 
and direct, but negligible, interactive effects ? Does it generate substantial 
direct as well as interactive effects on the dependent variables ( e.g.strain)? 
Such important aspects of the intervening variable relationship will be 
examined in the present endeavour.
Third : The discussion regarding interactional models revealed the confusion
surrounding the use of mediator and moderator class of variables. " Mediation" 
and " moderation"are distinct conceptually- and technically. In brief, 
mediation is based on causal relationships while moderated relationships 
are not necessarily causal ( James and Brett, 1984 ); additionally, both 
call for different analytical techniques ( Alwin and Hauser, 1975; Heise 1975; 
Kenny, 1979 ).
Fourt. ; Coping behaviour-an important component of the stress process- 
was in the majority of cases ignored. However, those few models that 
integrate coping responses tend to confound them with strain symptoms, 
manifestations or consequences (-e.g Schuler 1982, Cox and Mackay, 1978 ). 
Thus, a distinction should be made among strain indicators, coping behaviour, 
and coping outcomes.
Fifth : Only few models have integrated extra-organizational sources
of stress. Yet, in models where non-work variables are considered, still 
flirther conceptual efforts are needed to show:
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a) ~ Whether non-work variables, such as family life and social life 
events, act as additional sources of stress. That is, whether they have 
a direct or independent effect on strain
b) - Whether these non-work variables, condition the relationships 
between work stressors and strains. In other words, whether the effects 
of work stressors'on strain depend on some non-work variables.
c) - If the moderating role of sane non-work variables are conceived
of as possible, it is worth specifying the directionality of the moderating 
effect, that is, whether non-work variables buffer or attenuate work 
stressor-strain relationship; or exacerbate and amplify the impact of 
stressor?on strain.
Sixth : The models reviewed seem to be tailored to occupational stress
in industrialized societies. Therefore, these conceptual frameworks do 
not reflect seme substantial elements of stress specific to developing 
societies. To illustrate, strong family ties, family size, rural background, 
potence of customs, way of life, deeply penetrated by religious values, 
housing crisis, and unadequacy and irregularity of means of transportation, 
are examples of sources of stress and of support. Therefore, a conceptual 
framework that takes into consideration these, aspects relevant to most 
developing countries, is warranted.
These implications serve two objectives vis-a-vis the present research: 
firstly, they have demonstrated the need for other conceptual frameworks. 
Secondly, they have identified sane conceptual and methodological issues 
of potential significance for the present endeavour.
WORK ST R E SSO R S AND S T R A I N .
It is not the large things :that 
send a man to the .madhouse.... 
No,.it's the continuing series 
of small tragedies that, send 
a man to the madhouse
Not the death of his love 
but a shoelace that
snaps with no time left
©©0©©©©©©©©©©©0©©©0©©©©0©©©0®0©@
Charles Bukowski
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The nature of perceived work stressors, in addition to coping strategies, 
constitute the major concern of the present research. Therefore, the 
examination of empirical studies relative to perceived sources of stress 
in the work environment is necessary.
The chapter looks at the following classes of variables:
(1) Perceived stressors: an examination of the relationships of some perceived 
work stressors to strain.
(2) Contextual variables: a consideration of the relationships of 
participation and social support to stress.
(3) Individual differences: an examination of the relationships of certain 
socio-demographic variables (e.g. gender, age, education, income, tenure) 
and personality characteristics (i.e. locus of control, Type A behaviour 
pattern and self-esteem) to stress.
(4) Extra-organizational factors: an analysis of the relationships of work- 
family interface to stress.
In view of the space constraint, a thorough coverage of work stressors 
addressed by empirical research cannot be achieved. Therefore, only those 
occupational perceived stressors, of potential significance to the present 
study, are considered. This selective approach is also adopted with 
respect to contextual variables, individual differences and extra- 
organizational factors.
It should be noted that the term "stressor" is used to convey 
"perceived stressor", unless otherwise specified.
Finally, the chapter ends with a section containing the implications 
of the studies reviewed for the present research.
2 . 1  ORGANIZATION OF THE CHAPTER
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Addressing role stress poses inevitably the issue of role conception 
which deserves. 5ome attention. Perhaps, the person-environment dilemma has 
prompted a search for a conceptual point of articulation for the social 
environment and individual. Role concept, according to Katz and Kahn (1978), 
supplies the means for linking the individual level, social level and 
organizational level of research and theory.
" Role " is generally conceived of as a pattern of behaviour that is 
prescribed or expected in a given social circumstance (Argyle, 1952;
Borgatta, 1960; Cattel, 1963; Gouldner, 1957; Gross et al., 1957; Jacobson 
et al., 1951;Merton, 1957; Sarbin and Allen, 1968; Scheiner and Carver, 1979; 
Turner, 1962; Vallacher, 1979)
The conception of role that serves substantially subsequent sections 
in this study, can be outlined as follows:
First:Roles are not isolated and achieved entities, rather1, it is due 
to the existence of other roles that a 'particular role acquires its significance. 
For this reason, role theorists developed a system of role terminology.Of 
importance, is "Role set" used in stress research (e.g. Kahn et al. 1964) 
which indicates the various relationships that link a particular role (or a 
focal person) to other roles (or role senders) in complementary positions.
Second: The expression " Pattern of expected behaviour or reponses " 
should not convey the idea of invariant, rigid and passive execution of 
role expectancies, but, in reality, role expectancies allow for a range of 
alternative behaviours to meet a given situation.
Third; Related to the foregoing point is the fact that the linking 
of role demands or expectations to role behaviour is not a direct cause-effect 
form of relationship; but,according to Allen and Vliert ( 1984 ) , is 
conditioned by communication, personal capacities, motivation and 
environmental resources.
2 . 2  ROLE STRESSORS AND STRAIN
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Fourth: Finally, "role" should not be regarded as consisting of 
defined expectations to a high degree of explicitness, clarity, consistency 
and harmony; but, rather, as a dynamic situation, liable to variability, 
uncertainty and conflict.
This outline of role conception explains why researchers tend to 
approach role processes in terms of uncertainty, conflict and load.
Although the demarcation among role stressors is not as clear as it should 
be, role-based stressors have been suggested and investigated. The most 
frequently cited of which are role conflict, role ambiguity, role 
overload and role responsability. In the following sections, sane role stressors 
at work will be addressed.
2.2.! ROLE AMBIGUITY
"Role ambiguity" refers to the lack of clarity or predictability 
concerning a role-related expectations, performance and outcomes.
(i) Role Ambiguity and Strain.
There are some studies which adopt only one indicator of strain and 
others which use multiple indicators of strain in relationship to role 
ambiguity. To start with the latter,i.e. , multiple indices of strain# 
research revealed that role conflict was associated whith high work tensions 
and sense of futility, lower job satisfaction and self-confidence.
French and Caplan ( 1973 )# examining a sample of engineers, scientists 
and administrators, found that role ambiguity was related to greater 
dissatisfaction, job-related threat, anxiety and somatic symptoms of 
depression. French and Caplan distinguished between two forms of role 
ambiguity: present ambiguity and future uncertainty.
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Future ambiguity was found to account for major variation between the 
overall ambiguity index and sane strain indicators, such as job-dissatisfaction, 
job-related tensions and affective depression. Yet, the significance and 
implication of this differentiation in role ambiguity are suggestive but 
not substantiated.
In a study of high level managers taking part in an executive 
development program, Hamner and Tosi ( 1974 ) reported that the higher the 
role ambiguity,the greater the job threat, anxiety and dissatisfaction.
Role ambiguity is generally related to strain indicators in Miles'
(1976) study. The results reported indicated that role ambiguity was 
highly associated with job-related tension and anxiety, job dissatisfaction 
and attitudes towards role senders. The relationships observed between role 
ambiguity and strain outcomes were generally stronger than those for role 
conflict and strain.
In the context of examining the psychometric properties of three 
different measures of role ambiguity ( namely, the scales of Beehr, 1976;
Lyons, 1971; and Rizzo, et al. 1970 ) Breaugh (1980) applied them to a cross 
section of workers in an organization without specifying the characteristics 
of the sample. He came to the conclusion that, although the three measures 
were mostly related to job-induced tension, work dissatisfaction, 
supervisory dissatisfaction, and absenteeism, the correlations remained 
modest in size.
If the above-mentioned findings tend to corroborate the hypothesis 
that role ambiguity impinges upon the affective processes and behaviuor 
of the individual, some other findings in the literature render that 
relationship problematic. To illustrate, Rizzo et al. (1970) found that role 
ambiguity bore weak relationships to anxiety and propensity to leave the 
organization; Parker and DeCotus (1983) reported no relationship of role 
ambiguity to anxiety and time strain; Brief and’Al dag (1276) found that 
role ambigiuty was unrelated to work satisfaction and supervisory satisfaction,
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but was associated with anxiety, tension, turnover and propensity to leave; 
finally, in Tosi's (1971) study, role ambiguity was related to neither job 
threat and anxiety, nor to job satisfaction.
Unlike the afore-mentioned studies, the following are investigations 
which, using only one indicator of psychological strain, especially work 
satisfaction, tend to highlight its multidimensional nature, and consequently# 
its differential links to role ambiguity.
In this vein, Abdel-Halim (1980) reported negative relationships between 
role ambiguity and three dimensions of satisfactions, namely work satisfaction, 
intrinsic satisfaction and job involvement. Similarly, Brief et al. (1979) 
found negative associations of role ambiguity with satisfaction with the 
work itself, and with overall job satisfaction. Keller (1975), however, 
went further by adopting five dimensions of job satisfaction. His findings 
suggest a differential link of job satisfaction dimensions to role ambiguity. 
Role ambiguity exhibits a substantial relationship to satisfaction with work, 
but shows negligible relationships to che remaining four dimensions of job 
satisfaction, namely co-workers, supervision, pay and promotion satisfaction.
While the forgoing studies have dealt with psychological indices of 
strain, the following endeavours have also examined psychosomatic and 
physiological indicators of strain.
In this context, House (1972) examined the link between physiological, 
and psychological strain, and role ambiguity. He found that general fatigue 
and propensity to leave were related to role ambiguity; but no relationship 
was found between role ambiguity, and somatic symptoms.
House's research findings are somewhat consistent with the findings of 
Rizzo and collaborators' (1970) research, in that role ambiguity exhibits 
significant relationships to the general fatigue and discomfort, a 
moderate association with job-induced anxiety, but no relationship to 
somatic symptoms. Similarly, the study conducted by Gavin and Axelrod (1977)
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indicates that role ambiguity relates to anxiety - irritation - depression, 
and to job dissatisfaction, but its relationships to psychosomatic symptoms 
is negligible.
Also, a weak relationship between role ambiguity and physical health 
has been reported by MargoliSj et al. . ( 1974 ), following a study based 
on a large community sample of employees. It was found that role conflict 
was associated positively with depressed mood and intention to leave a job; 
but negatively with self-esteem, job satisfaction, life satisfaction, and 
motivation to work. However, overall physical healthpescapist drinking and 
absenteeism showed no relationships to role ambiguity.
A larger spectrum of physiological and health indices have been employed 
in another study. Orpen ( 1982 ), investigating a sample of middle-managers, 
reported that role ambiguity was positively related to physical strain, 
namely, headaches, dizziness, shortage of breath, nausea and fatigue; and 
to psychological strain such as anxiety, resentment and depression. However, 
role ambiguity was unrelated to.heart rate, blood pressure and respiration 
rate.
Investigating a sample of three occupational groups, namely, 
engineering, salesmen, first line supervisors, and operating employees 
performing relatively routine production tasks, . Ivancevich and Donnelly 
(1974) found that role ambiguity was related to physical strain in the 
group of supervisors and operating employees, but was unrelated to salesmen 
> group. Job tensions, however, were associated with role ambiguity in all 
occupational groups.
It is apparent that the studies which have examined physiological 
indices of strain, provide only moderate evidence concerning role ambiguity 
and somatic-strain relationships.
(ii) DISCUSSION
The studies reviewed, addressing the relationships of role ambiguity
Q
/
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to psychological and physiological strain, present some conceptual and 
methodological problems:
FIRST Methodologically, sane shortcomings can be summarized as follows:
a)- Failure to report socio-demographic parameters of the sample used 
( e.g. Breaugh, 1980; Hamner and Tosi, 1974).
b)- failure to report or to compute the essential psychonetries of the 
scales used. To illustrate, Tosi (1971), Hamner and Tosi (1974), Brief
et al. (1979), have reported no reliability coefficients for the measures 
adopted, relative to the samples used.
c)- When mailed or self-administered questionnaires are used, low rates 
of responses have been reported by some studies, leaving undisclosed 
the characteristics of the substantial rate of people who did not return
the questionnaires. One can find, for example, as low as 58% of questionnaires 
returned from a small sample of 88 subjects, in Keller's ( 1975 ) study. 
Also, out of 238 questionnaires sent to a sample of semi-skilled employees, 
only 53% of these questionnaires we're returned in Ivancevich and Donnelly's 
( 1974 ) study. Furthermore, Parker and DdDOtus. (1983) , Hsmner and Tosi 
(1974) reported no response rate of mailed questionnaires.
d)~ The analytic techniques used are mainly sinple correlation coefficients 
( e.g. Breaugh, 1980; Brief et al, 1979; Gavin and Axelrod, 1977; Hsmner
and Tosi, 1974; Ivancevich and Donnelly; 1974; Keller, 1975; Orpen, 1982;
Tosi, 1971 ). Simple correlation coefficients should constitute a preliminary 
stage for further statistical analysis, because they are prone to spurious 
effects of other related variables hot examined. Thus,it is risky to 
interpret simple correlation coefficients as .such, since the association 
between role ambiguity and a strain indicator is likely to be an artifact 
of other undisclosed genuine variables. Additionally, when the relationships 
between the -set of independent variables such as role conflict and role ;
5 0
ambiguity, and the set- of dependent variables such as anxiety, depression, 
dissatisfaction and somatic symptoms, are examined, the dominant analytic 
procedure consists of the performance of multiple univariate tests, that 
is, testing the correlation of each work stressor with each strain indicator.
In this vein, it is instructive to cite the stands of two methodologists 
regarding the use of simple correlation coefficients for all possible pairing 
of variables as described above. Pedhazur (1982) warns that " studying each 
dependent variable separately, or calculating zero-order correlations only# 
ignores the very essence and richness of the multifaceted phenomenon being 
studied. Much of the social world is multivariate in nature, and studying 
it piecemeal does not hold premise of understanding it " (p.' 686).
Similarly; Harris ( 1975 ) forcibly expresses the matter: " If researchers 
were sufficiently narrowminded or theories and measurement techniques 
so well developed or nature so simple to dictate a single independent variable 
and a single outcome measure as appropriate in each study, there would be 
no need for multivariate statistical techniques " (p. 5).
Second An examination of the strength or size of the relationships of role 
ambiguity to strain indices, lead to the conclusion that most coefficients 
of correlation, although statistically significant, are of moderate magnitude. 
For example in the study of Margolis et al. (1974) , the significant correlation 
coefficients range from ( r =.07) indicating the association of intention 
to leave job, with role ambiguity; to ( r = -.16 ) for the correlation of 
self-esteem with role ambiguity.lt follows that the amount of explained
variance by each coefficient of correlation does not exceed one percent
2 2 . ( r = .005 ) in the former, and three percent ( r = .026 ) in the latter.
Third With reference to strain indices as related to role ambiguity, 
the evidence provided is to a great extent equivocal. These inconsistencies 
in the relationships across studies have been highlighted during the review
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of research in this section. However, a plausible explanation of such 
inconsistent pattern of findings would be that most researchers seek a 
direct link between role ambiguity and strain, without examining potential 
intervening or conditioning variables such as organizational structure ( e.g. 
work level, and cormunication ), extra-organizational variables ( e.g. social 
life events; family, relatives and friend support ), socio-demographics 
( e.g. age, education, incane and tenure ) and personality variables ( e.g. 
locus of control, Type A behaviour pattern, and self-esteem ). Indeed, a 
nurrtoer of moderator variables have been addressed. Examples of which are: 
occupational grouping and organizational levels ( Miles, 1976; Morris et al., 
1979; Schuler, 1977 ), Communication ( Haas, 1964; Kahn et al. 1964 ), 
participation ( Schuler, 1977 ), Work characteristics, ( Abdel-Halim, 1980 ), 
tenure ( Brief et al. 1979; Gavin and Axelrod, 1977 ), Age ( Gavin and 
Axelrod, 1977; Johnson and Stinson, 1975 ), Type A behaviour pattern 
( Keenan and McBain, 1979; Orpen, 1982 ), Locus of control ( Abdel-Halim, 1980; 
Keenan and McBain, 1979; Organ and Green, 1974; Szilagyi et al., 1976 ), 
need for clarity ( Ivancevich and Donnelly, 1974; Keenan and McBain, 1979; 
Lyons, 1971; Miles and Pitty 1975; Stead and Scamell, 1980 ), higher 
order needs ( Beehr, et al.,1 1976; Brief and Aldag, 1976 ), and need for 
achievement ( Abdel-Halim, 1980; Johnson and Stinson, 1975 ).
Fourth : Yet, the findings regarding the relationships of moderator variables
to role ambiguity-strain link is not unequivocal. The citation of some 
illustrative examples is worthwhile. While Szilagyi,et al., (1976) found 
that organizational level moderates the relationship of role ambiguity 
to job satisfaction, Miles (1976) found no indication that organizational 
level acts as moderator. Beehr (1976) reported that the relationship of 
role ambiguity to tension and fatigue depends on the level of higher need 
strength whereas Brief and Aldag (1976) failed to provide such evidence.
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While Lyons' (1971) study indicates that the need for clarity moderates 
the relationship of role ambiguity to satisfaction, but does not 
significantly moderate the link of role ambiguity to tension; Miles and 
Petty's (1975) study shows the reverse, that is, the need for clarity 
moderates the relationship between role ambiguity and tension but does not 
affect the link of role ambiguity to satisfaction.
To conclude more attention should he paid to the following aspects of 
relationships:
a)- Examination of the effect of role ambiguity upon psychological and 
physiological strain, after controlling for the effects of other 
potential stressors.
b)~ Consideration of the variables that interact with role ambiguity to 
enhance the prediction of strain.
c)- Addressing variables that are likely to mediate the effect of role 
ambiguity upon strain in order to understand better the network 
of the relationships that link perceived work stressors to strain.
2.2.2 ROLE CONFLICT
role conflict refers to the occurrence of incompatible expectations, 
demands, or pressures that a role occupant experiences. In their extreme 
form, expectations or demands are mutually exclusive, so that compliance 
with some expectations renders extremely difficult the satisfaction of 
other demands. However, a continuum of different levels of conflicting 
expectations can be conceived of since stress studies have addressed varied 
degrees of role demand incompatibility. »
There exist many forms of role conflict. Drawing upon a typology proposed 
by Kahn,et al., (1964), four types of role conflict are identifiable :
1)- Inter-role conflict: The requirements of the occupation of a particular 
role, conflict with those associated with another or other roles.
2)- Person-role conflict: The incompatibility between a particular role 
requirements and the role-occupant1s cognitions, values and needs.
3)- Intra-Sender conflict: The communication of conflicting expectations 
from a single role sender.
4)- Inter-Sender conflict: The expectations communicated by one role sender, 
conflict with those made by another, to a focal person (or person concerned).
(i) Role Conflict and Strain
Various studies have addressed role conflict in relationship to strain 
in the occupational environment. A sample of which will be reviewed and 
discussed in this section.
Kahn,et al. (1964), performing an intensive study and a wider national 
survey reported that role conflict had the following effects upon the affective 
experience of the focal person: intensified internal conflict, increased 
tension, reduced satisfaction and decreased confidence in supervisors and 
in the organization. Strain experienced in conflict situations was associated 
with reduction in relation to role_senders, less trust and attraction.
Tosi (1971), following a study of a sample of managers, reported that 
role conflict was negatively associated with job satisfaction, and positively 
correlated with job threat and anxiety. An earlier study conducted by Tosi 
and Tosi (1970) on teachers indicates that perceived role conflict negatively 
relates to job satisfaction, but bears no association with job-related 
threat and anxiety.
In a more recent study, Hamner and Tosi (1974), investigating a sample 
of managers, concluded that a positive relationship exists between perceived 
. role conflict and job threat, and anxiety. However, no relationship was 
found between role conflict and either job satisfaction, or the propensity 
to leave the organization.
Using Rizzo,et al.'s (1970) measures of role conflict and job-related 
tension, and anxiety to study a sample of executives, Miles (1970) reported
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that perceived role conflict was positively related to job-related tension 
and anxiety, and negatively associated with job satisfaction and positive 
attitudes towards role senders.
Viewing job satisfaction as a strain indicator, Keller (1975) used 
the Job Description Index ( Smith et al., 1959 ) to measure five dimensions 
of job satisfaction among a small sample of professional employees. It was 
found that perceived role conflict was negatively correlated with three 
satisfaction dimensions: opportunities for promotion, pay and supervision, 
but unrelated to satisfaction with the work itself and with co-worker 
satisfaction.
In a study of professional and technical employees, House and Riz2o
(1972) reported that perceived role conflict was negatively associated with 
satisfaction with job security, recognition, social environment, and adequacy 
of authority, but not related to satisfaction with advancement, autonomy, 
pay, and with intrinsic job satisfaction.
Managers also constitute the sample of Parker and DeCotus (1983) 
study. Work strain was factor-anlysed, yielding two strain dimensions: 
feeling of being under substantial time pressure, and anxiety. The multiple 
regression analysis indicated that perceived role conflict significantly 
predicted anxiety. However, perceived role conflict showed no relationship 
to time pressure strains.
Departure from the previous trend of considering solely psychological 
strains characterizes the following studies which have examined the linkage 
> between role conflict and physiological strain, indicators.
At this juncture, the inter-correlation matrix, as well as the partial 
regression coefficients provided by Cooke and Rousseau (1984), following 
a study of teachers, indicate that inter-role conflict ( assessed by two 
items only) positively correlated with somatic complaints and job 
dissatisfaction, but was unrelated to life dissatisfaction. Similar pattern
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of results were found when the confounding effects of other work stressors 
were controlled for through multiple regression.
Orpen (1982) performed a research into role stressors and physical as 
well as psychological strain, for a group of middle managers. Data analysis 
revealed that perceived role conflict was positively related to psychological 
strains ( anxiety, resentment, and depression ), and to physical strains 
including headaches, dizziness, shortage of breath, nausea, and fatigue.
Orpen1s study, however, indicated that perceived role conflict was unrelated 
to heart rate, blood pressure and respiration rate.
One of the rare studies concerned with occupational stress of "blue 
collar workers" was carried out by House#et al. (1979). The findings 
indicate that perceived role conflict as well as job-non job conflict 
are significantly related to neurosis, itch and rash, cough and phlegm, 
ulcers, and to medical evidence of hypertension.
(ii) DISCUSSION:
The findings suggest that role conflict entails sane psychological 
and physiological cost. There are, however, seme shortcomings that merit 
mention :
First : In the main, the significant relationships reported between
role conflict and strain indices are not of sufficient magnitude to rely 
upon. To illustrate, significant coefficients of correlation of role 
conflict with physical or psychological strain, as low as r = .17 exist 
in Cooke and Rousseau's (1984) study.
Second : Despite the tendency of researchers to publish positive rather
than negative results ( Fletcher and Payne, 1980 ), a great deal of equivocal 
findings characterize the literature relative to role conflict and strain 
relationships. While role conflict is related to tension, threat or anxiety,
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in some studies (e.g. Miles, 1976; Orpen, 1982; Tosi,1971), it is unrelated 
to anxiety, threat and time pressure strains, in other investigations 
(e.g. Parker and Decotus 1983; Rizzo,et al., 1970; Tosi and Tosi, 1970). 
Additionally? some studies report significant relationships of role conflict 
to dissatisfaction ( Kahn,et al, 1964; Miles, 1976), same other studies 
indicate that role conflict relates to same dimensions of work dissatisfaction 
but not with others ( Cooke and Rousseau, 1984; House and Rizzo, 1972;
Keller, 1975); and finally there are other investigations which have failed 
to find a significant relationship between role conflict and dissatisfaction.
( Hamner and Tosi, 1974; Rizzo et al.,1970").\
Furthermore, totally opposite results have been reported by Tosi and 
co-workers regarding role conflict and strain ( dissatisfaction, threat 
and anxiety). In one study Tosi and Tosi (1970) found that role conflict 
was significantly related to job dissatisfaction, but unrelated to perceived 
threat and anxiety. In another study, on the contrary, Hamner and Tosi (1974) 
found that role conflict was significantly related to perceived threat and 
anxiety, but unrelated to job dissatisfaction.
Third There are instances where items used in the measurement of general 
affective strain such as anxiety, fit better the items that gauge . stressors, 
leading to substantial increase in correlation between the stressors and 
strains' items. For example, Parker and DeCotus (1983) adopted, among other 
questions, the following two items to measure strain: " I have too much work 
and too little time to do it in " and " working here makes it hard to spend 
, enough time with my family ". It can be argued that these items do not reflect 
psychological strain ( emotional reactions) but assess perceived stressors, 
namely workload ( i.e. perceived incompatibility between the work quantity 
and time length), and inter-work and family role conflict, respectively.
Fourth : Some important psychometric parameters are not sufficiently 
reported in some published research into role conflict and strain. A telling
example is provided by Tosi's (1974) research in which a number of scales 
were used ( i.e. scales for assessing job satisfaction, threat and anxiety, 
role ambiguity, and participation-) and for which the reliability coefficients 
were not computed by the researcher.
To conclude, the majority of the relationships reported between role 
conflict and strain are equivocal and of moderate magnitude. More 
clarification of these relationships can be gained by further research which 
takes into consideration variables that mediate or condition the role conflict- 
strain linkage.
2.2.3 ROLE OVERLOAD.
Overload refers to excesive demands of a role, which a person has to 
meet, French and Caplan (1973) distinguish between quantitative and 
qualitative load. Quantitative load is conceived of as a continuum ranging 
from too little work, to, too much work. Qualitative load continuum, however, 
ranges from a very low to a very high level of difficulty or complexity of 
work.
(i) Role Overload and Strain.
Does work overload relate to the psychological and physiological 
indices of strain ?
Margolis et al. (1974), investigating a large sample of employees, 
found that perceived overload was related to decreased motivation to work, 
lower self-esteem, frequent absenteeism and escapist drinking. However, 
perceived overload was not related to depressed mood, life dissatisfaction, 
job satisfaction and intention to leave job.
The simple correlation coefficients between role stressors and the 
managers' affective responses, as supplied by Abdel-Halim (1978) following
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a study of an industrial organization, indicated that the higher the role 
overload, the greater the job anxiety; but, no significant relationship were 
found between role overload, and either work satisfaction and job involvement.
On the other hand, when role conflict , and role ambiguity were controlled 
for, role overload showed no associations with job anxiety, job involvement 
and work satisfaction.
The matrix of the inter-correlations among role stressors and work-related 
strain, provided by Keenan and McBain (1979), following a study of a sample 
of middle-managers, indicates that perceived role overload is positively 
associated with work tensions but not with job satisfaction. However, Keenan 
and McBain (1979) did not control for possible confounding effects of other 
role stressors ( role ambiguity and role conflict ) as Abdel-Halim (1978) did.
Using three indices of role overload, namely, quantitative work load 
( amount of work ), job pressure ( time constraint of work ) and variation 
in work load, Gavin and Axelrod (1977) found that neither quantitative 
workload nor job pressure, were related to anxiety-depression-irritation, 
and work satisfaction, the only exception was the variable " variation in 
work load " which was positively related to anxiety-depression-irritation 
strain
The study of Caplan and Jones (1975) indicated that changes in subjective 
quantitative workload were positively correlated with changes in anxiety-tension, 
but were unrelated to depression and resentment.
So .far only affective correlates of role overload have been considered.
It is hard to infer a consistent pattern of role overload-emotional strain 
link, as this relationship varies across studies.
The evidence provided by research into the relationship between role 
overload and somatic strains is equivocal too. One of the rare example of 
research, based primarily upon " blue collar workers " ranging from skilled
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craftsmen and technicians to relatively unskilled workers, was carried out 
by House, et al. (1979). After controlling for a number of confounding variables 
such as age, education, and exposure to noxious physical-chemical agents, 
they found that perceived workload predicted self-reported neurosis, itch 
and rash, cough and phlegm, but was unrelated to reported angina; ulcers 
and medical evidence of high coronary heart risk, resperatory and 
dermatological symptoms.
Orpen (1982), in an inquiry based upon a sample of managers, reported that 
perceived role overload was related to psychological strain ( anxiety, 
resentment and depression ), and physical strain such as headaches, dizziness, 
shortage of breath, nausea and fatigue, but showed no relationship to medical 
evidence of increased heart rate, diastolic blood pressure and respiration rate.
Caplan (1971), recording heart rate and determining cholesterol levels 
of a small sample of employees, reported that perceived overload was related 
to heart rate and cholesterol level. On the other hand, objective workload 
( as measured by the number of phone calls and office visits per hour ) was 
related to cholesterol level but failed to relate, to heart rate.
It is apparent from this sample of studies that only modest evidence 
exists concerning the relationships of role overload to physiological changes 
and health outcomes.
The inconsistencies in the findings regarding role overload and strain 
indices whether psychological or physiological have prompted a number of 
studies of variables that could explain the variation of findings across 
studies. These are termed moderator ( conditioning or interactive ) 
variables because a given relationship may vary depending on the level of 
the moderator variable.
A hypothesized moderator variable frequently examined is Type A 
behaviour pattern. The study of Brief, et al. (1983) indicated that Type A
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behaviour pattern moderates the relationship between perceived overload and 
work satisfaction. Caplan and Jones (1975) found that Type A moderates the 
linkage of perceived role overload to anxiety. Orpen (1982) reported that 
the relationship of perceived overload to psychological and somatic strain 
was significantly higher in the Type A group. However, the link of perceived 
overload to the medical evidence of physiological strain such as heart rate, 
blood pressure and respiration rate remained the same in both Type A and B 
personality groups.
Yet,there are instances where Type A behaviour pattern was not found 
to act as a moderator of role overload and strain relationship. Gavin and 
Axelrod ( 1977) reported that Type A behaviour pattern did not moderate the 
associations of perceived overload with anxiety-irritation-depression, 
psychosomatic symptoms and job dissatisfaction. Similarly, Keenan and McBain
(1979) found that perceived role overload relationships to either job 
satisfaction or tension, were not significantly different across Type A and 
B behaviour pattern groups.
With reference ‘to other types of moderator variables, Axelrod and Gavin
(1980) examined the moderating effect of " blue collar " ( supervisors of
'' "production workers ) and white collar employees ( managers and engineers ) 
on the relationship of work overload to strain. The resultsfindicated that 
" white collar " employees perceiving heavier workloads reported lower 
level of anxiety-depression-irritation than the blue collar workers.
The study of Abdel-Halim (1978) suggests that job enrichment ( an index 
involving task identity, significance, variety, autonomy and feedback ) 
buffers the effect of role overload on job anxiety and dissatisfaction.
House and Wells (1977), using four sources of support ( supervisors, 
wives, coworkers, and friends and relatives ) as moderators, found that the 
impact of overload on ulcers , cough and phlegm, and neurosis.,was significantly
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reduced by support from co-workers, friends and relatives, supervisors, and 
wives. However, support from the four mentioned sources did not buffer the 
effect of overload upon angina pectoris, and itching and rash.
Intolerance of ambiguity and locus of control as conditioning variables 
have been investigated by Keenan and McBain (1979). Their findings indicate 
that the association of role overload with work tension and job satisfaction 
are similar in both internal and external locus of control groups, as well as 
in both intolerant and tolerant of ambiguity groups.
Gavin and Axelrod (1977), using various potential moderators, concluded 
that none of the moderator variables, namely flexibility, need for personal 
approval, social support ( from boss, co-workers, and family and friends ), 
age, tenure, education, family size and managerial level, condition the 
relationship of work overload to anxiety-depression-irritation, work 
satisfaction, and psychosomatic synptoms.
It can be inferred that the studies which have addressed moderator 
variables to better predict and understand the relationships of role overload 
to psychological:andphysiological indices of strain, are partly successful 
in bringing about consistent evidence.
(ii) DISCUSSION
The studies reviewed have addressed the relationship between role 
overload and strain. Examination of the methods used and the evidence provided 
leads to sane remarks.
First : It is recalled, that the. study of French and Caplan (1973) used
objective measures of work overload. The issue of objective and subjective 
measures of work .-overload raises an important question : are objective measures 
ofwork .overload related to subjective ones ? Only very moderate evidence 
of their relationship exists in the literature. To- illustrate, Kahnetal. (1964), 
using objective role- conflict ( which includes also role overload ) as
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reported by role senders and perceived role conflict ( including items of 
role overload ), found that objective role conflict and subjective role conflict 
were weakly related. French and Caplan (1970), following a series of studies 
in which objective as well as subjective indices of work overload were 
extensively used, reported that, in one study objective overload ( phone 
calls, office visits per hour...) and perceived overload were substantially 
relatedBut,in another study, both measures of work overload; objective and 
subjective, were unrelated. Cobum (1975) found a weak relationship between 
the two forms of overload measures. Thus,the relationship of objective 
overload to perceived overload is not sufficiently supported. Since objective 
attributes of the external demands cannot necessarily * induce stress unless 
they are perceived as stressful ( posing threat or constraint ), Therefore, 
subjective measures of workload in particular and work stressors in general 
are relevant indicators of stress sources.
Second: It is really difficult to draw a consistent pattern of relationship 
between work overload and strain- from the literature. For example, while 
sane research reports a significant relationship between-work overload :-and 
anxiety ( Caplan and Jones, 1975; Keenan and McBain, 1979; Orpen, 1982 ) 
other studies fail to provide such evidence ( Abdel-Halim, 1978; Gavin and 
Axelrod, 1977; Margolis et al.1974). f
Third : There are also no consistent results regarding the relationships of
role overload to physiological symptoms, whether objectively or subjectively 
measured. For instance, reported psychosomatic symptoms show significant 
relationships to role overload, in some studies (e.g. House et al., 1982;
Orpen, 1982),but show no relationships, in others (e.g. Gavin and Axelrod,
1977; Margolis et al., 1974).
Fourth: Research addressing situational and personality moderator 
variables constitutes an important approach to the work overload-strain link. 
However, the findings reported are not unequivocal. Some studies, for example, 
support the moderating effect of type A behaviour pattern on role overload- 
strain relationships (e.g. Brief et al., 1983; Caplan and Jones, 1975;
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Orpen, 1982), whereas other studies lend no support to the moderating role 
of type A behaviour pattern (e.g. Gavin and Axelrod, 1977; Keenan and 
McBain , 1979).
To conclude, the lack of a consistent pattern of relationships between 
role overload and strain indices, whether psychological or physiological, 
expresses the need for more studies, which deal not only with managerial, 
supervisory and technical functions, but also with shopfloor workers. Also, 
the rigour in the data analysis is needed, since without sane 
sophistication in the analysis of work overload relationships, or in the 
absence of statistical control for the confounding effects of some variables, 
an adequate disclosure of potential relationships is unlikely.
2.2.4 TASK CHARACTERISTICS.
Task characteristics have been approached fran various standpoints: 
repetitiveness, pacing, load, physical working conditions, feedback etc.
As the range of task characteristics are too broad to be adequately considered, 
only sane aspects are examined in relationship to strain.
(i) TASK CHARACTERISTICS AND STRAIN
Repetitive work has been the focus of a number of studies. With
V
regard to psychological strain, early work on repetitive work correlates 
indicated that boredom was widely reported in connection with task constraint 
( imposed pacing ) as distinct from repetitiveness ( repeated operations 
within a unit of time ). Interviewing a sample of employees performing paced 
work, Walker and Guest (1952) found that constraint of the task rather than 
its repetition was related to boredom and hostility. They also noticed that 
dissatisfaction arose from pacing and not from repetitiveness.
Kornhauser (1965), investigated the relationship of repetitiveness 
and machine-pacing of work to a mental health index involving measures of
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anxiety and emotional tension, self-esteem, hostility, sociability, life 
satisfaction and personal morale. The researcher found that repetitive work 
was related to poor mental health, less job satisfactiion, and lack of interest 
in work.
However, Turner and Miclette (1962), in a study carried out in an 
electronic factory, were surprised to find that about half of the female 
workers interviewed on the assembly line, reported interest and satisfaction 
with the repetitive tasks. Only few operatives found the task boring. 
Additionally, an important finding is that the interruption in the pace of 
work, following the machine breakdowns ,or defective items, rather than the 
task regular pace, constitutes a major source of frustration.-
Cox and Mackay (1979a)administred a short job-description checklist 
to a sample of male and female workers engaging in various types of repetitive 
work. The data were factor-analysed, and four factors were identified, 
namely, pleasantness involving perception of work as exciting, satisfying, 
enjoyable and fun; tedium ( work perceived as pointless, dull, boring ); 
pressure ( i. e. tiring, demanding, fast ); and difficulty ( i.e. complicated, 
worrying, difficult ). The interesting point, considering these four factors, 
is that workers described their job as tedious, pressured and difficult, 
but pleasant too. Another point is that job satisfaction was not identified 
as a factor of repetitive task perception. Thus., it may indicate that job 
satisfaction is not a salient feature in the workers' perception of repetitive 
work.
If the above studies have concentrated on such feelings as frustration, 
boredom, hostility, anxiety, dissatisfaction as a result of repetitive and/or 
paced tasks, other studies have addressed the relationships of affective 
and physiological changes to repetitive tasks. In this vein, a study of 
psychological and physiological stress reactions to highly mechanized work
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in the Swedish sawmill industry was carried out by Johanson et al. (1976).
It was found that sawmill workers, performing operations with very short 
cycle time, reported more irritation, depression, boredom, isolation, disturbed 
sleep, and gastro-intestinal complaints; excreted more catecholamines 
especially urinary adrenaline, than the group engaging in maintenance involving 
larger cycle time of operations.
Cox and Mackay and collaborators ( Cox 1980; Mackay, et al. 1979) 
performed an . experimental study ,using simulated paced-repetitive task, 
on a small sample of twelve women. The results indicated that reported strain 
was much higher in the two paced-repetitive tasks used, and lower in the 
unpaced repetitive task. However, the time of exposure showed only a moderate 
effect on strain. Additionally, repetitiveness, exposure time, and pacing, 
were associated with elevated heart rate, heart rate variability ( mean 
inter-beat intervals ), urinary nonadrenaline and salivary potassium 
concentration.
While the afore-mentioned studies have "considered the physical aspects 
of repetitive work ( i.e. work cycle duration, repetitiveness, pacing, exposure 
time, etc..), other studies have examined the socio-psychological content 
of the tasks performed.
In this context, a survey conducted by Margolis and Kroes (1974) on 
a large sample, indicated that the under-utilization of skills was associated 
with increased perceived somatic symptoms, depressed mood, life and job 
dissatisfaction, escapist drinking, intension to leave, and absenteeism; 
and was related to lower self-esteem and lack of motivation to work.
Gavin and Axelrod (1977), surveying a sample of supervisors and 
engineers in a mining organization, found that lower level of utilization 
of skill was associated with high anxiety-depression-irritation, work 
dissatisfaction and psychosomatic symptoms.
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Using Hackman and Lawler's (1971) Job Diagnostic Survey, involving 
such characteristics as skill variety, task identity, task significance, 
autonomy and feedback, Brief and Aldag (1976) provided an inter-correlation 
matrix between the above mentioned task perceptions, and strain. Three task 
characteristics ( i.e. skill variety, task significance, and autonomy ) were 
correlated with work satisfaction. However^ the majority of strain indicators, 
including, anxiety and tension, failed to relate to the five task characteristics.
Parker and DeCotiis (1983) , used a set of task aspects in a study of a 
restaurant chain managers. They found that time strain, i.e., the feelings 
of being under great time pressure, was related to autonomy, stability, and hours 
worked per week; but was unrelated to task variety, emphasis on achievement, 
and base salary. Anxiety ( a second factor derived from the strain data ) 
was related to low stability and hours worked per week. However, anxiety 
showed no relationship to low autonomy, task variety, base salary, and 
emphasis on achievement.
Abdel-Halim (1978) studied the moderating effects of task characteristics 
using Hackman and Oldham's (1975) revised Job Diagnostic Survey. The five 
task characteristics, namely, skill variety, task identity, task significance, 
autonomy, and feedback, were integrated in an index termed ' Motivating 
Potential Score' previously used by Hackman and Oldham (1975) ,Oldham et al. 
(1976), and Umstot, et al.(1976). It was found that the task characteristics 
or the Motivating Potential Score moderated the relationship of role 
ambiguity and overload to anxiety, involvement and satisfaction.
House, et al.(l978), investigating a large sample of blue collar workers, 
found that extrinsic rewards (e.g. physical working conditions,pay, etc.) 
predicted perceived neurosis, itch and rash, cough and phlegn; and medical 
evidence of hypertension, high coronary heart disease risk and dermatitis.
(ii) DISCUSSION.
Considering the reviewed studies, the following observations merit mention:
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First : It is naive to interpret a significant relationship between paced 
or repetitive work and a given index of strain, as indicating a true 
relationship without controlling statistically, at least, for the 
confounding variables that are likely to condition, mediate, or modify 
the relationship. For example, while paced and repetitive work relate to 
the feelings of boredom and dissatisfaction ( Walker and Guest 1952 ), it 
is associated with .interest and satisfaction in Turner and Miclette's (1962) 
study. However, the matter can be more adequately clarified if some relevant 
task, person, and organization-based variables-are taken into consideration.
For instance, Komhausser (1965) reported that mechanically-paced work 
was related to poor mental health. But, when age variable was introduced 
in the analysis, the researcher found that machine pacing was related to 
poor mental health in the middle-aged group, but not in the young group of 
employees. This relationship would have been further specified and clarified, 
if other relevant variables are considered.
Second : Research using broader range of task characteristics raises the
question of whether the task characteristics are sources of stress or moderators. 
Brief and Aldag (1976), and House et al. (1978) used some perceived 
characteristics of the task as stressors, whereas , Abdel-Halim (1978) 
considered them as moderator variables that interact with some role stressors 
to enhance the prediction of strain. This question is still at issue, and 
needs: further exploration.
To conclude, more understanding may be gained if the direct link of 
perceived task characteristics to strain is enriched through the introduction 
of other demographic, personality, situational and organizational variables 
which may render the relationship more accurate and more informative.
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Organizational variables encompass static or structural, as well as 
dynamic or functional properties of an organization. It should be noted 
that the demarcation between individual roles or tasks, and organizational 
processes is conceptually arbitrary, but, practically convenient for the 
categorization of variables.
Although stress research has dealt with various organizational variables, 
only those aspects of direct relevance to the present endeavour will be 
examined. Therefore, the following sections approach the relationships of 
participation and social support to role stressors, and to the manifestation 
of strain, reporting selectively a sample of important empirical studies.
2.3.1 PARTICIPATION
Owing to the complexity of the term " participation ", it is more 
relevant to describe it in terms of features or properties and disregard 
the ideological and value systems that underly it . Drawing upon a typology 
proposed by Dachler and Wilpert (1978), some dimensions along which 
participatory systems may vary consist of:’ (a) formal or informal participation 
introduced on a legal basis ( charter, constitution; regional laws,etc.), 
contractual bases ( mainly by means of collective bargaining agreements ), 
and on the basis of unilateral management policies or regulations, (b)
Direct-indirect participation, that is, immediate involvement of the organization 
members in decision-making or through same forms of representation, (c)
Access to participation in decisions: participation can be conceived of as 
a continuum involving varying amount of influence on decisions that range 
from mild participatory form ( e.g. sharing information ), through consultation, 
to the high form of influence ( decision-making invested in the bodies 
representing workers ). Participation as a continuum has been adopted by 
many researchers ( Belaxo and Alutto, 1969; Tannenbaum and Shmidt, 1958.
2 . 3  ORGANIZATIONAL VARIABLES AND STRESS
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Vroom and Yetton, 1973). Among other forms of participation that exist in 
the literature ( Dachler and Wilpert, 1978; Walker 1974 ) only these 
dimensions have been mentioned because of their relevance to the research 
to be reviewed.
Researchers, addressing the relationship of work stressors to strain, 
view the participation variable as an independent, dependent and 
intervening variable. i
(i) PARTICIPATION AS AN INDEPENDENT VARIABLE ( A PREDICTOR )
Mainly, the lack of participation has been viewed as a source of 
psychological strain. In this context, French and Caplan (1973), summarizing 
the findings of their studies, conclude that higher participation relates 
to low psychological strain ( high job satisfaction, low job-related threat, 
high self-esteem and low alienation ); good working relation with immediate 
superior, colleagues, and subordinates; high level of productivity, performance 
improvement, low absenteeism, and low turnover.
The impressive list of the participation payoffs as reported by French 
and Caplan (1973 )conversly matches the consequences of low level of participation 
as reported by Margolis, et al. (1974). Based on a large community sample 
of enployees, Margolis#et al.'s (1974) study indicates that'lack of participation7 
is associated with depressed mood, job dissatisfaction, life dissatisfaction, 
low self-esteem, low motivation to work, overall poor physical health, 
escapist drinking,high propensity to leave the job, and absenteeism. They 
concluded that'lack of participation, compared with other work stressors, 
is the most important stressor that'affects workers' physical and mental health.
Applying Vroom's (1963) measure of influence-power-sharing to a sample 
of managers, Tosi (1971) reported that participation was negatively associated 
with job threat and anxiety; and positively correlated with job satisfaction.
G a v in  an d  A x e lr o d  ( 1 9 7 7 ) ,  u s i n g  a  s a m p le  o f  m in in g  m an agem en t e m p lo y e e s ,
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reported that the higher the participation, the lower the anxiety- 
irritation-depression, the greater job satisfaction. However, participation 
showed no relationship to psychosomatic symptoms.
Investigating production workers, nurses and teachers, Alutto and 
co-workers ( Alutto and Acito, 1974; Alutto and Belaxo, 1972; Alutto and 
Vredenburgh, 1977) have adopted their own typology of participation in 
decision-making consisting of decisional deprivation ( i.e. participation 
in fewer decision than desired), decisional equilibrium ( i.e., participation 
in the number of decisions that fits the amount desired ), and decisional 
saturation ( participation in more decisions than desired ). It was found 
that decision-making deprivation was related to job dissatisfaction and 
high level of job tension.
Adopting the same typology of participation in an investigation of a sample 
of highly skilled project engineers, Ivancevich ( 1979) found that decision- 
deprived participants reported higher job-related tensions and psychosomatic 
strain, negative attitudes toward the company, lower work and supervision 
satisfaction, than did their decision equilibrium counterparts.
A field experiment study, in which participation was manipulated by 
asking sane' supervisors in an outpatient hospital to conduct frequent 
meetings with employees, was performed by Jackson (1983). The measurement 
of participation was based on the subjects' report of the amount of say about 
a number of topics during a given period. Also, a measure of perceived 
influence was used based upon Vroom (1959), Newman (1977), and Moos and 
Insel's (1974) scales. Path analysis indicated that participation affected 
emotional strain, overall job satisfaction, and turnover intention; through 
the mediation of role conflict, role ambiguity, and perceived influence; 
that is, greater participation in decision-making leads to greater perception 
of influence which transfers and enhances the effect of participation on
overall job satisfaction. Also higher level of participation reduces role 
conflict and ambiguity; reduction in the two role stressors lowers emotional 
strain, increases overall job satisfaction, and diminishes absence frequency 
and turnover.
(ii) PARTICIPATION AS AN INTERVENING VARIABLE ( MEDIATOR OR MODERATOR ) 
Participation was regarded in the previous studies as an independent
variable or a predictor. Other studies, however, view participation as a 
moderator variable that modifies.the relationship between stressors and strains.
Using Siegel and Ruh (1973) measure of participation ( an adapted version 
of Vroom's (1959) Scale of influence ), Schuler (1977) found that higher 
role ambiguity and role conflict were related to higher job satisfaction 
under the condition of high participation. But, low role ambiguity and role 
conflict were associated with low level of satisfaction under the condition 
of low participation. Unfortunately, other indices of affective strain were 
not included in the study.
(iii) PARTICIPATION AS A DEPENDENT VARIABLE ( CRITERION Q
Perceived influence as dependent upon the person-environment characteristics 
( The interaction of some personality characteristics with participation 
opportunities ) constitutes the focus of James, et al.'s (1979) study.
Adopting Vroom's (1963) measure of perceived influence, and the supervisors' 
report of their subordinates' opportunities for participation, they found 
that subordinates' perception of influence was higher in work environments 
characterized by less stability ( more complexity, uncertainty and changes ), 
less structured ( less specialization ), and in less routine tasks. These 
were also the type of situations under which supervisors were more likely 
to provide for participation opportunities to their subordinates.
(iv) DISCUSSION AND CONCLUSIONS.
An examination of the studies reviewed leads to some methodological 
and conceptual remarks:
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First : the types of participation underlying most stress studies have 
the following features:
(a)- Major concern was oriented toward direct participation, and rarely 
toward indirect participation through sane form of workers' representation.
(b)- Participation adopted in stress research is limited to matters relating 
to the tasks, and rarely to higher level? of participation in decision-making 
regarding programmes# plans and policies.
(c)- The degree of participation addressed by most studies consists o f :
the sharing of information and the communication of opinions. This can be inferred 
from the measures of participation used. The most popular scale of 
participation is Vroom's (1959 ) scale of perceived influence or
psychological participation. The scale concentrates on the employees' expression 
of opinion about matters related directly to their tasks, and on the extent 
to which such opinions are welcomed by supervisors. However, other degrees of 
legal power to influence decision-making, whether unilaterally by workers' 
bodies or through joint decision-making 'with management, have rarely been 
addressed.
(d)- Generally, the basis of the introduction of participation consists 
of the unilateral initiative of the management, or the informal initiative 
of seme members of the organization such as the supervisors. Rarely, does 
the introduction of a participatory scheme, involve a systematic legitimization 
of a given participatory system through explicit legislation and statutes.
(e)- The range of employees covered by the participatory scheme is mainly 
limited to a department, a service or a small group, and it rarely concerns 
the whole members of the organization .
As most studies have been conducted in the United States, where 
participation is usually initiated by management in response to behavioural 
problems such as absenteeism, turnover, and dissatisfaction; and to increase
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the effectiveness of the organization. And, where the existing participatory 
schemes limit the access of participants to the decision-making, restrict 
the range and importance of decisions to be included, tend to be direct 
and informal, and usually involve a limited range of employees ( Dachler 
and Wilpert, 1978 ). It is understandable why researchers have adopted a 
fragmentary treatment of participation. There exist, however, sane studies 
conducted in connection with some participatory systems, such as Yugoslav 
self-management, but their focus lies in the relationship between perceived 
participation, control, attitudes, and effectiveness. ( e.g. Kavcid et al. 
1971; 0bradovic,1970; Obradovic and Dunn, 1978; Seibel and Damachi, 1982 ). 
What is needed is the relationship of participation to psychological and 
physiological strain in the context of institutionalized systems of 
partic ipation.
Second : It appears that in most studies, participation has been regarded
as an independent variable or a predictor of the level of strain, on the 
ground that involvement in participation reduces strain, and lack of 
participation increases it. But, whether participation serves to buffer 
or modify the relationship between stressors and strain is an important 
hypothesis which is not sufficiently examined by researchers.
Third : Lack of participation in most research has been examined in relation
to psychological strain ( dissatisfaction, tension, anxiety, and depression ) 
or behavioural outcomes ( lateness, grievance, absenteeism, decreased 
performance ). However, the relationship of participation to psychosomatic 
symptoms is not sufficiently investigated. It is important; to mention that 
the general pattern of results seems to suggest the existence of a relationship 
between perceived lack of participation and psychological strain. On the 
other hand, psychosomatic strain shows no consistent pattern of relationship 
to participation. While the study of Margolis,,et al.,(1974) indicates a
7 4
significant relationship between lack of participation and psychosomatic 
strain; the study of Gavin and Axelrod (1977) fails to find such relationship.
In conclusion, some aspects of participation in relation to strain need 
further examination: Whether perceived participation has a direct bearing 
on strain, or acts as a moderator variable of the stressor-strain relationships. 
Additionally, the examination of' psychosomatic and physiological indices 
of strain as related to participation is needed. Finally, the examination 
of other forms of participation such as legislated, indirect ( through 
workers' representative bodies in the organization ) type of participation 
in decision-making, covering wider range of issues and concerning all members 
of the organization, is warranted in stress research.
2.3.2 SOCIAL SUPPORT
social support is the extent to which an individual's needs are met 
by significant others ( Kaplan,et al., 1977 ) through:
(a)- emotional concern ( affectation, sympathy, esteem from significant 
others, fete. )
(b)- Instrumental aid ( provision of material help or services )
(c)- Information aid ( advice, information about the environment, etc. )
(d)- Appraisal ( information relevant to self-evaluation ) ( House, 1981, 
p. 39 ).
Social support is a multidimensional concept involving such dimensions 
as the amount of support, type of support ( whether instrumental, emotional 
or informational ) and sources of support from coworkers, supervision, spouse 
and friends ( Dean- and Lin, 1977; Hamner, 1981; Thoits, 1982 ).
(i) SOCIAL SUPPORT AS AN INDEPENDENT VARIABLE ( PREDICTOR ).
Social support is viewed as an antecedent condition among other
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situational conditions or stressors that relate to or predict psychological 
or physiological strains.
The study of Caplan et al. (1975) based on data gathered from 23occupations, 
indicates that poor social support from supervisors and others at work is 
associated with dissatisfaction, boredom and depression; but shows no consistent 
relationship to physiological strain, namely, heart rate, cholesterol, and 
uric acid. The results also indicate that support at work has a stronger 
relationship to strain than the home support.
Reanalysing the data reported in Caplan et al. (1975), Pinneau (1975) 
found that depression, anxiety, and irritation, were associated with poor 
social support at home and at work.These, relationships remained significant 
across 16 occupational groups, even when the confounding effects of some 
work stressors were controlled for.
Billings and Moos (1982), investigating work stress among a community 
sample, reported that employees who experienced more stressors, and received 
less social support ( from supervisor and co-workers ), tended to experience 
higher level of depression, anxiety, and psychosomatic symptoms; and lower 
level of self-confidence
Seers#et al,(1983) measured four sources of stress, and some satisfaction 
facets from a sample of employees. A weak relationship of social support 
to overall and facet satisfaction was found. That is#among 20 correlations, 
only five were significant.
Parker and DeCotus (1983) factor-anlysed strain data into two strain 
factors: time strain, and anxiety. The data analysis showed that supervisor 
support, and cohesiveness, were associated with time strain. However, none 
of these sources of support was related to anxiety.
(ii) THE BUFFERING HYPOTHESIS OF SOCIAL SUPPORT
Perhaps most work on social support and stress has been concerned with
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the examination of the moderating or conditionning role of social support 
in the relationship of stressors to strain. Social support is considered 
as a buffer when work stressors relate to low strain under the condition 
of high social support, and relate to high strain under the condition of 
low social support.
Pinneau (1976) examined the data supplied by the I.S.R ( Institute 
for Social Research at the University of Michigan ) research team on work 
stress and health. He found that the interaction between social support 
and stressors in predicting psychological and physiological strains was not 
significant.
The outcome of a study carried out by Gavin and Axelrod (1977) supports 
the findings reported by Pinneau. Investigating a sample of mining management 
employees, the researchers found that none of the measures of social support 
used moderated the stressor-strain relationship.
A study conducted by LaRocco and Jones (1978), brought no convincing 
evidence for the refutation of the absence of the buffering effect of social 
support. Examining leader facilitation and work group cooperation as potential 
buffer variables of the relationship between a composite measure of stressors 
and dissatisfaction. The results showed no indication of the moderating 
effect of social support upon the stressor-strain relationship.
Owing to these frustrating findings, Blau (1981) remarked that neither 
Pinneau ( 1976) nor "LaRocco and Jones (1978) have controlled for some 
potentially confounding variables such as length of service. Following an 
investigation of a sample of bus operators, Blau (1981) related three stressors 
to dissatisfaction, then many factors of social support were introduced in 
the analysis. The results indicated that various social support sources had a 
direct effect upon job dissatisfaction. Yet, among nine interactions of social 
support with stressors, -only One interaction -was related to .'.dissatisfaction, .
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after adjusting for the length of service. Thus, Blau's (1981) study, too, 
fails to support the buffering hypothesis of social support.
The pessimistic picture that has emerged from the foregoing attempts, 
has been reduced by some promising findings reported by House (1980). The 
large scale study of 11 blue collar " workers in a large chemical and rubber 
setting, reported by House (1980), indicates that social support moderates 
the relationship of perceived stressors to life satisfaction and neurotic 
symptoms. In another account of the same study, House and Wells (1978) report, 
that, of 28 computed conditioning effect of one or more types of support,
13 interactions of social support with strain to predict health outcomes 
( angina pectoris, ulcers, itching and rash, and cough and phlegm ) were 
significant.
The conflicting evidence has stimulated other attempts. In order to 
evidence the issue, ‘LaRocco et al. (1980) re-examined the data collected 
by the I.S.R research team ( Caplan et al., 1975) which were also analysed 
by Pinneau (1976). The results indicated that social support did not mitigate 
the impact of job stressors on job strain such as dissatisfaction, boredom, 
and work load dissatisfaction : among the total of 45 interactions, only 7 
were significant. However, the moderating effect of social support upon the 
relationship of job stressors to depression, irritation, anxiety and 
psychosomatic complaints, were fairly better. Overall, of 60 possible 
interactions, 21 interactions were significant. Anxiety was the least affected 
by the interaction of social support with job stressors. Thus, the potential 
role of social support as an alleviating agent of the effects of stressors 
on psychological strain is moderately supported.
Billings and Moos' (1982) study of a community sample of employees 
provides some evidence of the buffering hypothesis of social support, the 
analysis showed that work support attenuated the effect of work stressors
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upon anxiety, while family resources mitigated the impact of work stressors 
on depression and psychosomatic symptoms. It should be noted, however, that 
the main effects ( independent effects ) of social support from home and 
work upon strain were viewed by these researchers as reflecting the moderating 
or buffering influence of social support.
(iii) THE COPING HYPOTHESIS OF SOCIAL SUPPORT
Most researchers addressing the hypothesis of the buffering role of 
social support, analysed the change of the relationship of stressors to strain, 
under different levels of social support. However, it is conceptually possible 
to study the relationship of strain to social support under different levels 
of stressors.
Jenkins (1979) has theorized that the use of social support constitutes
ian adaptive defensive reaction by individuals perceving situational stressors 
and enduring strain,
Seers#et al. (1983), following some leads from Lin, et al. (1979), and 
Unger and Powell's (1980) research, differentiated between two hypotheses 
of social support effects: the buffering hypothesis represented by the positive 
relationship of stressors to strain under low social support, and the absence 
of that relationship under high social support. On the other hand, the coping 
hypothesis consists of a negative relationship of social support to strain 
under high stressor conditions, and the absence of that relationship under 
low stressor conditions. It was found that the nature of the interaction 
between each stressor ( role ambiguity and role conflict ) and strain ( overall 
and facet satisfaction ) substantiated the coping hypothesis and demonstrated 
the inadequacy of the buffer hypothesis ( of social support ). the researchers 
concluded that supportive relationships'provide a strategy for dealing with 
job stressors.
(IV)DISCUSSION AND CONCLUSIONS
Correlational studies tend to suggest that poor social support is associated
with increased strain such as- anxiety; irritation,depression, dissatsfactioa, dec.. 
However, rare are studies that examine social support in relationship to 
psychosomatic symptoms and physiological changes. The attractive hypothesis 
of social support acting as a buffer of the stressors-strain relationship, 
forms the ground for research finding controversies.
Besides the difficulty of inferring a pattern of the relationship of 
social support to the stressor-strain link, other observations’are worth 
mentioning. «■ #
First : Most researchers tend to use insufficient number of work stressors
( mainly one or two types of stressors ). The lack of coverage of work stressors 
renders undisclosed the role of social support in the relationship of seme 
work stressors to strain.
Second : Strain indices have inadequately been examined. Some studies
ude only one indicator of psychological strain. Blau (1981), for example, 
employs dissatisfaction only, as an indicator of strain in the absence 
of other affective strains such as anxiety,, irritation^ depression etc. . 
Similarly, LaRocco and Jones (1976), and Seers et al. (1983), adopt overall 
and facet satisfaction as an index of psychological strain, ignoring other 
aspects of strain whether affective, psychosomatic or physiological.
Third : The relationship of social support to stress has been examined
without controlling ( statistically at least ) for the confounding effects of 
some variables such as sex, age, education, income, tenure, etc. This shortcoming 
is highlighted by a pertinent criticism of Blau (1981) in that neither 
Pinneau (1976), nor LaRocco and Jones (1978), have adjusted for the potentially 
confounding effect of length of service.
Fourth : Most studies 7 examining the buffering or moderating effect
of social support, have used moderated multiple regression, hierarchical 
multiple regression, with the multiplicative terms , indicating interaction.
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However, Billings'and Moos (1982) used multiple regression without such a 
multiplicative term and considered the regression coefficients of work stressors, 
work resources and family resources (i.e. social support from work and 
family ) as indices of the moderating effects of these resources of support 
on the work stressor-strain relationship. It can be argued that the regression 
coefficients of work and family resources represent their contribution to 
the prediction of strain when the contribution of work stressors to strain 
is controlled for. In other terms, these regression coefficients (Partial-or 
part coefficients of regression ) represent the main effects of work resources 
and family resources. The interactive effect of these resources with work 
stressors is usually indicated by the multiplicative terms. ( Abdel-Halim,
1981; Allison, 1977; Bederian, et al. 1983; Hulin and Smith 1964; Hunt, et 
al., 1975 )
To conclude, the impact of social support upon strain needs'further 
consideration. Additionally, it is of importance to address whether social 
support acts as a moderator, a mediator cr a coping strategy ( as suggested 
by Seers et al., 1983), in the stressor-strain relationships using various 
perceived work stressors and multiple indicators of strain.
2.4 INDIVIDUAL DIFFERENCES AND STRESS
Various individual differences have been investigated in relation to 
stress. Individual differences consist of personal socio-demographic 
characteristics, such as gender, age, marital status, education, occupation, 
and income; and personality characteristics, such as extroversion-introversion, 
flexibility-rigidity, achievement orientation, trait anxiety, general beliefs 
about personal control, self-esteem, and type A behaviour pattern.
Owing to their adoption in the present research, only a few socio­
demographics, and three personality characteristics, namely, type A behaviour 
pattern, locus of control, and self-esteem, will be examined in relation 
to stress.
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2.4.1 TYPE A BEHAVIOUR PATTERN
Early observations of • Coronary Heart Disease (CHD) led sane researchers 
to identify some associated behavioural characteristics such as hard-driving 
behaviour ( Osier, 1892 )# aggresivity Wenninger and Menninger, 1936 ) and 
goal-directed behaviour ( Dunbar, 1943 ). But the merit of the systematic 
examination of the behavioural patterns resulting from the interaction of a 
.person's- predisposition with eliciting situational demands, is attributed 
to the cardiologists : Friedman and Rosenman ( Friedman and Rosenman,. 1959,
1974; Rosenman and Friedman, 1961 )..The two researchers identified a set 
of psychological characteristics of behaviour which prevailed in most CHD 
cases examined. The pattern of overt behaviour ( termed type A behaviour 
pattern ) consists of : (a) such behavioural dispositions as ambitiousness, 
aggressiveness, competitiveness, and impatience, (b) Specific behaviours 
such as alertness, muscle tenseness, rapid and emphatic speech stylistics;
(c) emotional reactions such as enhanced irritation and expressed signs of 
anger. ( Rosenman and Chesney, 1.982 ). The relative absence of these 
behavioural characteristics forms type B behaviour pattern.
(i) TYPE A BEHAVIOUR PATTERN AND CORONARY HEART DISEASES (CHD)
Before examining the relationship of type A behaviour pattern to stress, 
it is necessary# beforehand, to ascertain whether the evidence relating 
type' A behaviour to CHD is sufficient enough to warrant the adoption of type A 
behaviour pattern as prone to CHD incidences. Since the body of research 
into this matter is impressive, only a brief account of significant evidence 
is made.
The early studies carried out by Friedman and Rosenman ( Friedman and 
Rosenman, 1959: ; Rosenman and Friedman, 1961 ) yield a significant relationship 
between type A behaviour pattern and CHD, in both sexes, net of the effects of 
diet and other • risk factors.
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A systematic examination of this relationship was carried out by 
Rosenman .and Friedman, and their associates ( Rosenman et al, 1964a, 1966,
1970, 1975, 1976 ) in a large scale study known as the Western Collaborative 
Group Study ( WCGS ). In this research, .a community sample of 3154 employed 
males has been followed up over a period of 8.5 years. The findings confirmed 
the association of type A behaviour pattern with CHD, in that the persons 
with type A behaviour pattern, at the onset of the study, had more than twice
the rate of new CHD, were five times more likely to develop a: second
myocardial infarction, and had twice the rate of fatal heart attack, than 
the CHD prevalence and incidence rate in the Type B behaviour pattern group.
Yet, this relationship of type A behaviour to CHD was found to be independent 
of the effects of other risk factors such as age*blood pressure, serum lipids, 
cigarettes smoking and parental history of heart disease. Thus, the findings 
indicate that type A behaviour is an independent precursor of CHD. ( Brand 
et al.,' 1976 )
Generally, these findings have been supported by another large scale 
study known as the Framingham Study. Haynes and collaborators ( Haynes, .
Feinleib et al.,1978; Haynes, Levine, et al. 1978 ) investigated 1822 subjects
and found that type A behaviour pattern correlated with the prevalence of 
CHD in both sexes, even when controlling for other risk factors. In a prospective 
follow up examination of 1674. male subjects free of CHD, over 8 years, Hayr.es 
and co-workers ( 1980 ) reported that the subjects with type A behaviour 
pattern, were more than twice as likely to develop angina and myocardial 
infarction than type B behaviour persons. Similarly; the incidence of angina 
and infarction was more than two times higher in type A females than in 
type B group.
In addition to the evidence provided by these large scale studies, two 
important reviews of most existing research into type A behaviour pattern
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and CHD , warrant consideration. Feinlel'b et al. (1978), and Rosenman and 
Chesney (1980), following comprehensive reviews of CHD and type A behaviour, 
concluded that the available evidence indicates that type A behaviour has 
a causal relationship to the prevalence and incidence of CHD in both sexes, 
and predictive power equivalent to the standard risk factors for CHD.
Of important is the report issued by a recent conference grouping many 
scientists from different behavioural and biomedical specialities, convened 
by the national Heart, Lung and Blood Institute (1978). The panel, after 
an examination of published studies, agreed that the available scientific 
evidence supports the relationship of type A behaviour to CHD incidence net 
of the effects of CHD risk factors such as age, systolic blood pressure, 
serum cholesterol and smoking; the type A relationship to CHD risks is 
equivalent in magnitude to the risks generated by standard risk factors.
(ii) TYPE A BEHAVIOUR PATTERN AS A MODERATOR VARIABLE
The hypothesis that some stressors relate differently to some strains 
depending on the type of behaviour pattern whether type A or B, has been 
addressed by some researchers. Adopting a scale proposed by Vickers (1973), 
and Keenan and Me Bain (1979), to assess type A behaviour among a sample 
of middle managers, Orpen (1982) found that managers with type A behaviour, 
reported more psychological strain ( anxiety, resentment , and depression) and 
psychosomatic strain ( headaches, dizziness, shortage of breath, nausea,and 
fatigue ) from role conflict and role overload than type A counterparts. 
However, the association of affective and psychosomatic strain with role 
ambiguity was not differently affected by type A and B behaviour patterns. 
With regard to physiological indicators of strain, Orpen's study indicated 
that the correlations of role stressors with heart rate, blood pressure and 
respiration rate, were not significantly different in the type A and type B 
groups.
* !■
Brief, et al., (1983) examined the effect of type A upon the association 
of perceived workload with workload dissatisfaction and depression. They 
found that type A behaviour moderated the relationship between subjective 
workload and workload dissatisfaction. However, no differential association 
of workload dissatisfaction with depression was found in type A and type B 
behaviour pattern _groups.
Keenan and "McBain (1979), in a study based upon middle managers sample, 
found that managers having type A pattern of behaviour reacted with more 
dissatisfaction to role ambiguity than did type B counterparts. However, 
the difference in the level of tension as a result of role ambiguity was 
not significant between type A and type B behaviour groups . Also, contrary 
to their prediction, the association of role overload and role conflict with 
work tension and job satisfaction was not different under type A and type B 
behaviour pattern conditions. Gavin and Axelrod (1977) examined the role 
of type A behaviour in the stressor-strain relationship, applying Vicker's 
(1973) measure of type A behaviour to a sample of management personnel. The 
results indicated that the association of work stressors with anxiety- 
depression-irritation strain, work satisfaction and psychosomatic symptoms, 
were similar in both type A and B behaviour pattern groups.
(iii) TYPE A BEHAVIOUR PATTERN AS A DEPENDENT VARIABLE.
A number of studies have addressed the correlates of type A behaviour 
pattern. In this context, the research of Howard,et al.(1976; 1977),based 
upon the investigation of a sample of managers interviewed by means of 
Rosenman,et al. *s(l964ab-)Structured Interview (SI) measure of type A behaviour 
pattern, revealed that type A behaviour was associated with heavy workload 
supervisory responsibility for people, conflicting demands and competition, 
but showed no relationship to job dissatisfaction. Type A managers manifested 
higher restlessness, agitation, fatigue, depression, lack of concentration ; 
blood pressure, serum cholesterol and smoking rate.
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Unlike most studies, female managers and administrators constitute the 
sample of Davidson,et al.'s (1980) study. Using Bortner and Rosenman's (1967) 
rating scale as the measure of type A behaviour, they found that the best 
predictors of type A behaviour pattern were frustration, irritation and anxiety.
Keenan and McBain (1979), following a study of middle managers, reported 
that type A behaviour was positively related to heavy role overload, but 
unrelated to role conflict j .ambiguity and psychological strain indices such 
as work tension and job satisfaction.
Investigating a sample of senior administrators using an elaborated 
version of sales K type A measure ( Caplan, 1971 ), Burke and Weir (I980.a) 
found that type A behaviour was associated with heavier responsibility 
for things, greater quantitative and qualitative overload, more inadequate 
coirnunications and pay inequity. However, Type A behaviour showed no 
relationship to such stressors as role ambiguity) job complexity, role conflict, 
and responsibility for people; and to some strain indices such as work 
dissatisfaction, anxiety-tens ion, and psychosomatic symptoms.
(iv) TYPE A BEHAVIOUR PATTERN AS AN INDEPENDENT VARIABLE
An example of conceptualization of type A behaviour pattern as an 
antecedent condition that influences stressor and strain, has been provided 
by the study of Brief, et al, (1983). They hypothesized that type A behaviour 
affects depression indirectly through workload dissatisfaction, and subjective 
quantitative workload dissatisfaction. Using path analysis to test the model, 
the causal chain : Type A behaviour ~> subjective workload dissatisfaction 
—> depression, was substantiated. *
(V)DISCUSSION AND CONCLUSIONS
The prime concern of this section is not the examination of type A 
behaviour and CHD link, but the relationship of type A behaviour to work 
stressors, on one hand; and psychological and physiological strain, on the
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other. To this concern the discussion is directed.
First : How does type A behaviour relate to work stressors and strain ? 
Referring to a recent review by Chesney and Rosenman (1980), type A 
individuals tend to describe their job.as having more responsibility, 
longer hours, and heavier workload than do type B persons. " Despite these 
job pressures, type A 's in general do not report more job dissatisfaction, 
anxiety or depression than do type A' ?s Therefore, type A workers are 
predisposed to experience more work stress but, emotionally, are less 
responsive to these perceived stressors than type B counterparts . ■ • 
Considering the research reviewed, it can be argued that conflicting 
evidence has mostly been reported concerning the association of type A 
behaviour with strain. To illustrate, while sane studies report significant 
relationships of type A behaviour pattern to psychological strain, such as: 
frustration, irritation ( Davidson and Cooper, 1980; Waldron,et al, 1976 ), 
anxiety ( Davidson and Cooper, 1980 ), depression ( Burke and Weir, 1980; 
Howard,et al., 1976 ), restlessness, feeling of fatigue, and lack of 
concentration ( Howard,et al., 1976 ); other studies report no association 
of type A behaviour with strain, such as : anxiety ( Cooper,et al., 1978 ft 
work tension, job satisfaction ( Burke and Weir, 1980a;Keenan and .MeBain, 
1979 ) and psychosomatic complaints ( Burke and Weir, 1980a).
Second : In some studies, type A behaviour was conceived of as a moderator
variable, that is, work stressors relate to strain differently, depending 
on the type of the behaviour pattern..However, the foregoing review indicates 
that the conditioning ( moderating.) effect of type A behaviour cn the 
stressor-strain relationship is inconsistent. For example,the findings of 
Orpen1 s (1982) research support the moderating effect of type A behaviour; 
but Gavin and Axelrod's (1977) and Keenan and ■ Me Bain's (1979) studies lend 
little support to the moderating role of type A behaviour in the stressor- 
strain link.
Third: Unlike the majority of type A correlate- studies, Brief, et al.
(1983) proposed an interesting causal model that treats type A behaviour 
as an antecedent variable. Path analysis supports the causal chain: Type 
A behaviour -» workload —» load satisfaction -> depression. It is 
unfortunate, given the importance of this approach, that the reverse of this 
causal chain, although conceptually plausible, was not examined.
Fourth: A number of studies of occupational stress have used Vickers'
(1973) or Sales'( Caplan,et al. 1975) measure of type A behaviour. However, 
Chesney and Rosenman (1982) pointed out that a significant relationship of 
these scales to Structured Interview ( whose validity, i.e. its relationship 
to CHD risk or incidence, has often been established) has not been 
demonstrated, " nor have they been studied in relationship to CHD risk or 
incidence in either prospective or retrospective studies." .
To conclude, the evidence provided by research into the relationsip 
of type A behaviour to stressors and strains is not unequivocal. Therefore, 
research into: (a)- the relationship of type A behaviour to perceived 
work stressors; (b)- the relationship between type A behaviour and different 
strain indices whether psychological or physiological; (c)- the moderating 
and/or the mediating role of type A behaviour in the stressor-strain 
relationships; warrants; further examination.
2.4.2 LOCUS OF CONTROL
Locus of control refers to the extent to which an individual perceives 
events in the environment within his influence, or result from his action. 
Internal persons tend to perceive events as being controllable by their own 
actions, while external persons perceive such events as being influenced by 
external agents such as fate , luck or powerful others. Rotter (1966) 
developed the Internal-External scale to assess these perceptions. Subsequent 
research utilizing Rotter's scale found that locus of control is a
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multidimensional rather than a uni dimensional construct ( Joe, 1971; Lefcourt, 
1972; Mac-Donald, 1973; Mirel, 1970 ).
(i) LOCUS OF CONTROL AND STRESS ( STRESSORS AND STRAIN ).
Research addressing the relationship of locus of control to stressors 
and strain says little regarding the role of locus of control as a dependent : 
variable.
SzilagbL et al. (1976) investigated role conflict and role ambiguity 
as stressors, and five dimensions of work satisfaction• among a sample of 
managerial engineering and supervisory personnel in a medical centre and 
a production enterprise. The analysis showed that external persons perceived 
more role conflict and role ambiguity than internals. Additionaly, externals 
reported higher dissatisfaction with work, pay, supervision, promotion, and 
co-workers than did internals. However, controlling for the effect of role 
conflict and role ambiguity, externals still reported higher dissatisfaction.
The researchers concluded that employees, internal in control perception, 
were not more satisfied than externals, and that role conflict and role 
ambiguity predicted better work satisfaction than locus of control 
construct.
Addressing similar issues, namely, the relationships of locus of control 
to role stressors and satisfaction in a study involving scientists at a 
research and development setting, Organ and Green (1974) found that external 
employees reported more role ambiguity and higher level of job dissatisfaction 
than externals. Role ambiguity as a stressor was less potent than the locus 
of control variable in predicting work satisfaction.
Kyriacou and Sutcliffe (1979), examining teacher stress and locus of 
control, reported that strain positively correlated with belief in external 
control. Yet, regarding work stressors, only two among sixteen perceived 
sources of stress were related to external locus of control.
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The inter-correlations omong role stressors, strains and locus of control, 
provided by Keenan and McBain (1979), following a study of a middle manager 
sample, indicated that neither role stressors ( role ambiguity, role conflict 
and role overload ) nor psychological strains,namely) tension at work ( e.g. 
anxiety; worries..) and job dissatisfaction, were significantly associated 
with locus of control.
To summarize, work stress research somewhat indicates that locus of 
control relates to some situational stressors and to psychological strain 
especially dissatisfaction. Such a pattern of findings is also supported 
by non-occupational research ( Cooley and Keesey, 1981; Ganellen and Blaney, 
1984; Manuck et al., 1975; . McFarlane et al. 1983 )
(ii) LOCUS OF CONTROL AS A MODERATOR VARIABLE
Is locus of control a moderating variable of the relationship between 
stressors and strains ? In other words, is the effect of work stressors
on strains enhanced by the introduction of the locus of control variable ?
Are the effects of stressors on strain reduced or increased when the individual 
is internal ? To this set of questions, research concerned with the role 
of locus of control in stress is addressed.
Abdel-Halim (1980) tested the moderating effect of locus of control on 
managers' affective response to role ambiguity. Using moderated multiple 
regression as described by Saunders (1975) and Zedeck (1971), the researcher 
found that higher role ambiguity was related to greater satisfaction for 
internals. Externals, however, were less satisfied under role ambiguity 
condition.
The merit of Dolon and Arsenault/(1984) study of perceived work stressors 
and psychosomatic strain .resides in utilizing larger number of stressors t 
clustered.in two composite indices of stress-sources: extrins-ic and intrinsic 
stressors. The measure of locus of control was combined with a dimension
of type A termed: Striver-achiever. The results showed that persons with 
high belief in external control combined with either type A or B behaviour 
pattern, were more reactive to work stressors through psychosomatic complaints 
than internals with either type A or B. behaviour pattern.
While the above studies of occupational stress report evidence in support 
of the . conditioning role of locus of control, other investigation?failed 
to substantiate such pattern of findings. In this context, Keenan and 
McBain (1979), studying role stressors and strain among a sample of middle 
managers, found that the association of role stressors ■' ( role ambiguity, 
role conflict and role overload ) with job tension and dissatisfaction 
remained unchanged in both groups of internal and external managers.
Conflicting evidence has also been reported by non-occupationsi studies 
based on community or student samples. While seme studies showed that belief 
in internal control reduces the adverse impact of live events on psychological 
and physiological strain ( Husaini and Neff, 1980; Lefcourt et al., 1981; 
.'McFarlane et al., 1980; Miller and Cooley, 1981), other studies failed to 
obtain such evidence ( Dohrenwend, 1980; Fontana et al., 1976; Sandler and. , 
Lakey, 1982).
(iii )DISCUSSION AND CONCLUSIONS
The. studies -reviewed involve the following limitations :
First : The majority of studies examining locus of control, have used
few work stressors consisting mainly of conflict and role ambiguity. Notable 
exceptions are the study of Kyriacou and Sutcliffe (1979) involving 16 
sources of stress, and Dolan and Arsenault's (1984) study covering a number 
of stressors grouped into two composite indices.
Second : The range of strain manifestations considered by most research
is too narrow to constitute a reasonable indicator of affective, psychosomatic, 
and physiological strain. Some studies have used only one subjective reaction
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to stressors, namely dissatisfaction ( Organ and Green, 1974; Szilagyi et 
al. 1976 ), or a gross measure of strain. Kyriacou and Sutcliffe (1979), 
for example, asked a sample of teachers to rate their response to work 
stressors using only one question : in general how stressful do you find
being a teacher ? The term " stressful 11 is supposed to reflect teachers' 
affective reactions ( strain ) to work stressors in schools. Apart from the 
ambiguity that the term may create, this question offers a vague and gross 
description of experienced strains. Thus, multiple indicators of psychological 
and physiological strain are necessary, to gain a more realistic idea about 
the relationship of locus of control to strain.
Third : studies should also extend their concern to shopfloor workers.
This level of the organization members is the least studied compared with 
managers, supervisors, foremen, engineers, scientists and administrators.
To conclude, studies employing wider range of perceived work stressors 
and strain indices, among shopfloor workers, are needed. Consideration of 
this remark coupled with the employment of multivariate analysis of variables, 
may better elucidate the role of locus of control variable in: (a) the 
perception of stressors at work, (b) strain whether psychological or 
physiological, (c) the stressor-strain link.
2.4.3 SELF-ESTEEM
An informative and plausible definition of self-esteem is suggested 
by Coopersmith (1967). "Self-esteem" refers to;" the evaluation which the 
individual makes and customarily maintains with regard to himself: it : 
expresses an attitude of approval or disapproval, and indicates the extent 
to which the individual believes himself to be capable, significant, 
successful and worthy" (pp. 4-5 ). The evaluative attitude towards the self, 
differentiates self-esteem from self-concept. The latter indicates the 
conscious perception of the self rather than the evaluation of such 
perceptions ( Tharenou, 1979 ).
91
92
Although the foregoing description of self-esteem concerns global enduring 
estimates of the self, Korman (1970); and Simpson and Boyle (1975) • ■ "  
differentiate between overall relatively stable self-esteem, and specific 
self-esteem likely to interact differently with social roles, work situations, 
life events, etc.
Some conceptual models proposed in connection with occupational stress 
represent self-esteem as an indicator of psychological strain ( French and 
Caplan, 1973 ), or as a moderator of the stressor-strain relationship 
( Matteson and Ivancevich, 1979 ). Empirical studies, however, tend to view 
self-esteem as a predictor ( a personality characteristic antecedent to 
strain ), as a dependent variable ( a strain indicator ), or as an intervening 
variable ( a mediator or moderator ).
(i) SELF-ESTEEM AS A DEPENDENT VARIABLE ( a Strain Indicator )
The Institute for Social Research team at the University of Michigam, 
regards self-esteem variable as a component of psychological strain. In 
this connection, House (1980), investigating a large sample of employees in 
a plastic rubber and chemical plant, found that perceived work stressors 
including work reward, interpersonal responsibility pressure, quantitative 
workload pressure, and job-nonjob conflict, were negatively related to 
self-esteem. Despite these significant relationships, the magnitude of 
prediction, that is, the percentage of variance in self-esteem explained 
by each job stressor, was weak. Compared with another psychological strain, 
the impact of work stressors on self-esteem was generally weaker than their 
effects on satisfaction.
Investigating a large sample of employees to test the relationship of 
job stressors to health outcomes, Margolis, et al. (1974) adopted self-esteem 
variable as a strain indicator. Their results showed that self-esteem was 
negatively correlated with role ambiguity, feeling of underutilization of
skills, resource inadequacy, insecurity, and lack of participation.
Surprinsingly, unlike other job stressors, overload was positively related 
to self-esteem, that is , the higher the overload the greater the self-esteem.
While both studies tend to support the relationship of self-esteem 
to various work stressors, the study conducted by Billings and Moos ( 1982 ) 
revealed that the responsiveness of self-esteem to work stressors is selective. 
The intercorrelations between self-confidence ( a dimension of self-esteem 
used as a strain indicator ), and a number of work stressors, indicated that, 
among male employees, low self-esteem was associated with sane work stressors, 
namely lack of autonomy, ambiguity and a composite index; but was weakly 
related to some other stressors, namely, work pressure, and tight control 
through management rules and pressures. However, among female employees, 
no. individual work stressors were related to self-esteem.
(ii) SELF-ESTEEM AS AN INDEPENDENT VARIABLE
House et al (1979) reported a study conducted at a large rubber and- 
chemical setting, involving relatively low levels of workers' categories.
It was found that self-esteem was related to self-reported illnesses such 
as ulcers, itch and rash, and to medical evidence of hypertension. However, 
sane health outcomes such as angina, and cough and phlegm, showed no relationship 
to occupational self-esteem.
Investigating a large sample of navy recruits, LaRocco and Jones 
(1978) reported that self-esteem was related to job satisfaction. But, 
selfiesteem failed to relate to the rate of .illness.
Werbel (1983) argued that the problem with job stress research is that 
the change in the work setting has seldom been viewed as a job stressor.
He reanalysed the data pertaining to Brett and Werbel's (1978) study of 
job relocations. A sample of relocated employees was drawn from the main
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large scale study. Werbel reported that self-esteem was negatively associated 
with negative emotional arousal such as feeling tired, depressed, pressured, 
lonely, restless, nervous, upset, afraid, and having indigestion, insomnia 
and headaches.
(iii) SELF-ESTEEM AS A MEDIATOR OR A MODERATOR VARIABLE
The paucity of research addressing the moderating or the mediating role 
of self-esteem in the stressor-strain relationships, confines the review 
to only two examples of studies. Pearlin, et al. (1981) tested a model relating 
disruptive job events to depression. The researchers posited that job stressors 
influence directly depression, and indirectly through some mediator variables 
( e.g. self-esteem ). Persistent disruptive work events entail a loss in 
self-esteem; lowered self-esteem leads to depression. The data analysis 
supports the mediating role of self-esteem, in that work events ( stressors ) 
diminish self-esteem, which in turn, causes depression to increase.
Kasl and Cobb (1970) examined a group of " blue- collar " workers, 
who had lost their jobs at the same time. The analysis revealed that, • 
unemployed workers, low in self-esteem, reported greater affective strains 
and suffered from higher blood pressure, than unemployed workers, high in 
self-esteem; although all the sample examined manifested physiological 
symptoms of strain.
(iv) DISCUSSION AND CONCLUSIONS
Examination of the research reviewed leads to some remarks :
First : The concern of studies with the three potential roles of self-esteem
as an independent variable, a dependent variable, and a moderator or mediator, 
is not balanced. Perhaps, the conception of self-esteem as an indicator 
of strain or an outcome of stressors gains greater currency in research 
than the hypothesis of self-esteem as a moderator or mediator.
Second : The pattern of self-esteem relationships to work stressors and
s t r a in  in d ic e s , tends to  in d ic a te  th a t  work s tre s s o rs  a f f e c t  s e lf -e s te e m J
and that self-esteem relates negatively to sane affective strains such 
as anxiety, depression, dissatisfaction. However, there exist sane notable 
exceptions. It is recalled that Margolis,et al. (1974) found, to their 
surprise, that role overload was related positively rather than negatively 
to self-esteem. This possibility merits further investigation using appropriate 
multivariate analysis, since the simple correlation technique, as used by 
Margolis, et al. (1974), is liable to spurious effect of other variables 
ignored.
Third : Various relationships of self-esteem to stress ( i. e. stressors
and strain ) have been reported significant, but are of weak magnitude.
For example, owing to a large sample used in Margolis,et al.'s (1974) study,
a coefficient of correlation as low as ( r = .10 ) between self-esteem and
overload, was significant ( . 05 ). This coefficient of correlation
2accounts for only one percent ( r = ,01 ) variance in self-esteem, by 
work overload.
To conclude, it is apparent that two main aspects of self-esteem in 
relationship to stress should be investigated further:
a)~ The relationship of self-esteem to work stressors and strain.
b)- The potential mediating or moderating role of self-esteem in the. 
stressor-strain relationship. The moderating role consists of the interaction 
ofself-esteem with work stressors to enhance the prediction of strain; the 
mediating role resides in linking work stressors to strain by exacerbating
or attenuating the effect of the former upon the latter.
2.4,4 SOCIO-DEMOGRAPHIC CHARACTERISTICS
The present section addresses the relationship of socio-demographic 
characteristics such as sex , age, income, education, marital status and 
tenure, to stressor and strain. Socio-demographic variables have been viewed 
as predictors of strain and moderators of the stressor-strain relationships.
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Are socio-demographics associated with psychological and physiological 
strain ? To what extent do socio-demographic variables contribute to the 
prediction of strain ?
Addressing similar issues, House (1980) tested the impact of age and 
education upon some strain and health outcomes. Multiple regression analysis 
revealed that self-esteem and job satisfaction ( considered as strain indicators) 
rose with age. Some health outcomes such as neurotic symptoms, angina 
pectoris, peptic ulcer, and itch and rash, showed no relationship to age.
On the other hand, self-esteem,job satisfaction, neurotic symptoms, angina 
pectoris# peptic ulcers, and itch and rash#decline with higher level of 
education.
Cooke and Rousseau (1983) examined the effect of some socio-demographics 
on strain. The correlation coefficients provided, revealed that education 
and salary were negatively associated with an index of strain involving 
nervousness, depression, headaches, high blood pressure, coronary heart disease, 
overweight and ulcers. Age and organizational level were unrelated to the 
strain index. These findings were confirmed by multiple regression analysis. 
Salary and education significantly predicted the decrease in the strain 
symptoms reported; but age and organizational level had only a negligible 
effect on strain.
In an effort to study personality and job pressurseffect on physiological 
strain among a sample of dentists, Cooper (1980) examined also the effect of 
age. Stepwise multiple regression indicated that age predicted raised 
diastolic blood pressure, systolic blood pressure, abnormal strain 
electrocardiogram (ECG) reading, but was not related to elevated heart rate.
In another study'relative to a sample of senior managers from a large company, 
Marshall and Cooper (1981) reported that age was a significant predictor 
of anxiety among research and engineering staff, and also a predictor of
( i )  SOCIO-DEMOGRAPHICS AS INDEPENDENT VARIABLES
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Parker and DeCotus (1983) tested a model linking a number of stressors 
to strain indices, using a sample of managers of a restaurant chain. They 
examined the relationship to two derived factors of strain ; anxiety and 
time pressure, to sane socio-demographic characteristics. The analysis 
revealed that the higher the level of education, the greater the time pressure 
strain; also, the higher the age, the lower the time pressure strain. Other 
socio-demographic variables such as sex, job tenure, and salary were unrelated 
to time strain. On the other hand, anxiety was positively related to the years 
of education. No other variables, namely age, sex, number of dependents, 
tenure, and salary, were related to anxiety.
This sample of studies attests to the finding inconsistencies that emerge 
in connection with personal characteristics and strain whether psychological 
or physiological .
(ii) SOCIO-DEMOGRAPHICS AS MODERATOR VARIABLES
Do stressors together with sane socio-demographic variables have an 
interactive effect upon strain indicators ? In other terms, do socio- 
demographic variables have a conditioning ( moderating ) effect on the 
relationship of work stressors to strain, so that such a relationship varies 
at different levels of each socio-demographic variable considered ? To 
gain sane insight into this issue, an examination of a sample of studies is 
necessary.
Billings and Moos (1982) examined the relationship between work stressors, 
and a set of strain indicators. The findings showed that, for male employees' 
group, out of 16 computed correlations regarding four work stressors 
( low autonomy, work pressure, low clarity, and management control ) with 
four strain indices ( depression, anxiety, self-confidence and psychosomatic 
synptoms ), eleven coefficients of correlation were significant. Only six 
correlations were significant for the female group. On the other hand,
poor p h ys ica l h e a lth  among p ro d u ctio n  managers.
7considering an overall index of work stressors, the results indicated that 
this index was positively related to depression, anxiety and psychosomatic 
symptoms; and negatively related to self-confidence, for male employees. 
Concerning female employees, however, the work stressor index was positively 
associated with depression, and negatively correlated with self-confidence, 
but was unrelated to anxiety and psychosomatic symptoms. These findings 
indicate that gender somewhat acts as a conditioning or moderating variable 
of the work stressor-strain link.
Gavin and Greenhaxs (1976) addressed the relationship of tenure to 
affective strain, among management personnel. It was found that employees 
having short length of service, compared with high tenure employees, responded 
to job stressors with greater job satisfaction and higher level of strain.
Yet, other endeavours attempting to discern the conditioning effects 
of socio-demographic variables upon the work stressor-strain relationships, 
have reported no indication of the moderating role of socio-demographic 
variables.
House's (1980) study, it is recalled, has indicated that age and education 
have significant effect on self-esteem ( viewed as a strain indicator ), 
job satisfaction, neurotic symptoms and health symptoms. However, House 
further tested the conditioning effect of age and education, and found no 
substantial Indication that age and education, considered individually, . 
interact with work stressors to enhance the prediction of psychological 
and physiological strain.
Similarly, Gavin and Axelrod (1977) examined the role of some socio­
demographic variables in the stressor-strain link, using the data based on 
a sample of management personnel in a mining organization. The analysis 
showed that the relationships of eight stressors to strain indicators# such 
as anxiety-depression-irritation, psychosomatic symptoms, and work 
satisfaction#were not moderated by age, tenure, managerial level, number
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of dependents and education. However, the merit of this study resides in 
considering larger sets of stressors, strain indicators, and potential 
moderator variables.
One then is left with the impression that the moderating hypothesis 
of socio-demographic characteristics is surrounded by conflicting evidence 
from empirical studies in the occupational realm.
(iii) DISCUSSION AND CONCLUSIONS
Two points concerning the studies reviewed merit mention:
First : Socio-demographics,such as age, education, tenure, income, etc.
are inter-related. In other v/ords, each variable shares some relationship 
with the others. They are variables which possess.not only physical or 
tangible existence, but also complex social and cultural ramifications.
Age, for example, is not a simple physical and psychological development, 
nor is it a sum of years lived; but more importantly, it has complex social 
and cultural connotations in terms of education, income, social support, 
work experience, etc. . Unfortunately, there are instances of research 
in which only few socio-demographic variables are considered. To illustrate, 
House (1980) limits his concern to age and education in relation to strain. 
Indeed, the age variable carries also the effect of other variables ignored 
( e.g. tenure).It is likely that the more aged a worker, the longer the 
period of service spent in the enterprise. Therefore, it is more safe to 
include a wider range of personal characteristics to study their effects or 
to control for their potential confounding impact on stress.
Second : Besides the inconsistencies of the evidence reported by research
concerning the relationships of socio-demographic variables to psychological 
and physiological strain, the majority of significant relationships reported 
were either weak or moderate in magnitude. In Cooke and Rousseau's (1983) 
study, although the correlation coefficients of education and salary with 
strain symptoms were significant at (P.< .001), because of the large sample; 
Their strength was very modest (r= -.14 and r= -.11, respectively ).
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To conclude, the equivocal findings emerging from research into the 
relationship of socio-demographic variables to stress, attest to the need for:
(a)- Further investigations addressing the link of socio-demographic 
variables to perceived work stressors and strain. It is recommended that 
multivariate analysis be used to discern the contribution of socio­
demographic variables to stress*.
(b)- More studies examining the potential moderating effect of the socio­
demographic variables on the relationship of work stressors to strain.
(c)- The use of a range of socio-demographic variables may serve two 
objectives: the examination of their role vis-a-vis work stressors and 
strain indices; and the control for their potential confounding effects on 
the stressor-strain relationship.
2.5 EXTRA- ORGANIZATIONAL FACTORS AND WORK STRESS
Work stressors examined in the previous sections stem from 
organizational work environment. The present section tends to partly bridge 
the gap of omitting off-work sources of stress. Family, as a potential 
source of stress and support, constitutes an example of these extra- 
organizational factors.
2.5.! WORK FAMILY INTERFACE
Family life is approached from three standpoints: (i) as an independent 
variable or a predictor; (ii) as a dependent variable; and (iii) as a 
moderator or a mediator variable.
(i) THE IMPACT OF FAMILY LIFE ON WORK ( FAMILY AS AN INDEPENDENT VARIABLE ) 
Does family life generate stressors that exacerbate an employee's 
work strain ? Sane evidence relating to this question will be reviewed .
Cooke and Rousseau (1983) studied the link of family life events to
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strain indices in a community sample of managers and employees in private 
and public organizations. Controlling for the effect of socio-demographic 
variables, the impact of family life events on the increase in strain 
symptoms,such as nervousness# depression, headaches, high blood pressure, 
coronary heart disease and ulcers, was highly significant.
House (1980) investigated a sample of factory workers to examine the 
relationship of work-family conflict to a number of psychological and 
physiological indicators. It was found that work-family conflict reduced 
job satisfaction, self-esteem and life satisfaction; and increased psychosomatic 
symptoms, peptic ulcer, and itch and rash .
Testing the best predictor of strain among a set of work stressors,
Cobum (1978) performed a study based on a community sample' of professionals, 
administrators, skilled and unskilled employees#in Canada. The data analysis 
revealed that work-family overlap predicted work tension, but was unrelated 
to satisfaction and feeling of alienation.
(ii) THE IMPACT OF WORK UPON FAMILY ( FAMILY AS A DEPENDENT VARIABLE )
As family can be conceived of as a source affecting employees at 
work, it is also possible that work stressors impinge upon workers1 life 
with their families. The potential effect of work on home life has been 
addressed by some studies.
In this context, Burke et al. (1980) investigated a sample of senior 
administrators in a correctional institution# and their wives in a Canadian 
province. The researchers concluded that greater stressors experienced by 
the husband at work were related to the wives decreased marital and life 
satisfaction, less social participation, increased psychosomatic symptoms 
and negative feelings ( i.e. affective strains ).
Yet, the conclusions of Burke et al.(1980) concerning their research 
findings, should be regarded with reservation. The tables containing the 
correlations between the husband's perceived stressors and tha wives' strains,
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reported in their paper, indicate that out of 108 correlations between 18 
husbands' stressors and 6 wives' strains, only 31 were significant. Turning : 
to other wives' strains, among the correlations of 16 husband stressors with 
each strain indicator such as psychosomatic symptoms, global life satisfaction 
and life satisfaction, only five, none, and one, respective correlations 
were significant. Therefore, the-results, unlike the researchers' conclusions, 
showed only a modest, if not a weak relationship between the husband's 
experience of work stressors and the wives' report of strain symptoms.
Jackson and Maslash (1982) examined the relationship of work stress 
to the quality' of family life, among police officers and their wives, the 
researchers used the term " burnout " to describe police feeling of emotional 
exhaustion, depersonalization ( lack of concern for superiors ) and 
incompetence at work. Reports of wives that husband come home upset, physically 
exhausted, tense or anxious, having difficulty of sleeping and complaining 
about work problems .j were positively associated with the frequency and 
intensity of the job-related emotional exhaustion of husbands. Additionally, 
emotional exhaustion of police officers at work negatively affected their 
wives' perception of the quality of family life.
(iii) FAMILY AS A MODERATOR OR A MEDIATOR VARIABLE
Having examined the impact of work on family life, and the influence 
of family on work, it remains to consider the hypothesis that family may 
either buffer or accentuate the effect of work stressors on employees' strain. 
Research 'addressing the buffering effect of family conceives it as a ‘
system or a source for social support provided by wives, children and family 
member cohesion.
In this context, the study of House and Wells (1978 ) demonstrates 
that wife support mitigates the impact of work stressors including role 
conflict, quality concern, responsibility and work load; and alleviates the
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impact of job tensions ( e.g. dissatisfaction, and low self-esteem) upon 
psychosomatic symptoms and reported diseases, such as angina pectoris, and 
itching and rash.
Billing and Moos (1982) tested the potential attenuating effect of 
family resources on the work stressor-strain link. The family resources 
scale comprises measurement of family member inter-relationships, such as 
cohesion, expression of feelings and conflict. It was found that among ■ 
employed males, family resources significantly attenuated depression and 
psychosomatic symptoms caused by work stressors, and enhanced self-esteem.
On the other hand, with regard to employed female, family resources did 
not reduce depression, anxiety and psychosomatic symptoms induced by work 
stressors.
Another study which went further by proposing a causal model, was carried 
out by Cooke and Rousseau (1984) on a randan sample of teachers. The researchers 
set out to examine the effects of family roles and work role expectations 
on teachers' strain. The hypothesized model looks simple: family roles exert 
a direct effect on teachers' strain ( job dissatisfaction, life dissatisfaction, 
and psychosomatic symptoms ), and an indirect effect, mediated by role 
conflict and work overload, on the same strain indices. The analysis showed 
that teachers parents ( having children ) tended to experience psychosomatic 
symptoms of strain less frequently than non parents. Married teachers reported 
strain symptoms less frequently than single teachers.
However, while the foregoing studies support,to a certain extent,the 
moderating or mediating role of family, whether as a source of support 
( buffering effect ) or a source of stress, the findings emanating from 
some studies lend no support for the moderating effect of family.
Considering the issue of family as a source of social support, Pinneau
(1976), following the analysis of the data gathered by the Institute for 
Social Research team at the University of Michigan ( Caplan et al. 1975 ),
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found no indication that support from family mitigates the effect of job 
stressors on psychological and physiological strain.
Gavin and Axelrod (1977) examined the possible conditioning impact of 
family size and social support from family and friends on work stressor-strain 
link, their findings indicated that the inpacts of work stressors on 
psychological strain such as anxiety- irritation depression, psychosomatic 
symptoms and job dissatisfaction; were not affected by family size and 
family support.
(iv) .DISCUSSION AND CONCLUSIONS
Consideration of the method adopted and the findings reported leads 
to the following remarks :
First : With reference to the findings, it is difficult to reach a conclusion
concerning the relationship of family life to work stress. The role of 
family as a source of stress or social support, as well as the impact of 
work on the family life, need further examination. Research needed should 
assess not only one aspect of the family life ( e.g. family size ) but 
multiple indicators of the work-family interface.
Second : With reference to the methods adopted and the analysis performed,
there are cases of research which have adopted ambiguous analytic procedures. 
Cooke and Rousseau (1984), in their study reported earlier, adopted a list 
of 13 psychosomatic symptoms, previously used by Quinn et al. ( Quinn and 
Shepard, 1974; Quinn and Staines, 1979 ) in their national survey of the 
quality of employment. After submitting the psychosomatic symptom items to 
factor analysis, they ended up with three factors. Surprisingly,they select the 
first factor and ignored the two others, providing no justification for 
such procedure. However, another drawback is that, unlike other measures 
of stressors and strain for which reliabilities were computed, the factor 
selected, among other factors of reported psychosomatic symptoms, was used
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without computing its reliability. It should be noted that Quinn and Staines
(1979) who had used the same psychosomatic symptom items, derived one factor 
comprising 11 symptoms and computed its internal consistency reliability, 
unlike Cooke and Rousseau who mysteriously adopted one factor of the 
reported psychosomatic symptoms, and left its reliability unknown to the 
reader.
Third : It was mentioned earlier that some difficulties exist as to the
conclusion provided by Burke.,et al. (1980), that the analysis of their 
research data indicates that the employees' experience of work stressors 
relate to their wives' strains. It was observed, however, that only a modest 
number of correlation coefficients regarding this relationship were 
significant. The small number of the significant relationships between the 
'husbands' reported work stressors and the wives' reported strains are valid 
not only for the individual measures of strain, but also the composite 
indices of strain.
In conclusion, still many aspects of the relationship between family- 
work interface and work stress need further examination. The aspects that 
merit more attention include:
(a)- The relationship of family life to work stressors.
(b)- The effect of family life on work strain, net of the effect of other 
predictor variables of concern.
(c)-.The impact of work stressors on family life.
(d)~ the moderating and/or the mediating effect of family life on the 
relationship of work stressors upon strain. It is of importance, in this 
context, to identify the directionality of that effect, that is, whether 
family life leads to the exacerbation or the mitigation of the effects of 
work stressors on strain.
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The present chapter was designed to examine the literature concerning 
empirical studies of the relationship of work stressors to strain. Drawing 
upon the discussion and conclusions that accompany each section, it is 
worthwhile to mention some general implications, both conceptually and 
methodoligically, for the present research.
2.6.1 CONCEPTUAL IMPLICATIONS
Generally, the implications of the findings reported in the previous 
sections consist of the following:
First : With reference to role stressors, the findings reported: are not
unequivocal in many places. Often, significant relationships showed modest 
magnitudes. A need for further research is felt with regard to:
(1) The association of each work stressor with each strain indicator,
o
whether psychlogical or physiological.
(2) The relationship of work stressors, analysed as a set, to the set 
of strain indices. This differs from (1) in that the unit of analysis is not
a one-to-one relationship but a set-to-set relationship, owing to the potential 
redundancy of information between the stressors which form the first set 
and between the strain indicators that form the other set.
(3) The independent effect of each stressor on strain net of the 
confounding effects of other stressors. That is,the contribution of each 
stressor to the prediction of strain.
(4) The moderator or mediator variable that affect the relationship 
of each stressor to strain.
Second : With reference to individual difference^, organizational
structure and work-family interface, inconsistent evidence has frequently 
been encountered. Further research should be directed to the following 
issues:
(5) Some forms of organizational stressors suffer from the paucity
2 .6  CONCEPTUAL AND METHODOLOGICAL. IMPLICATIONS FOR THE PRESENT STUDY
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of research concern. To illustrate, it was argued in the participation 
section that the type of participation frequently investigated is direct, 
informal, unilaterally initiated by management; concerns a limited number 
of an organization's members, and addresses fragmentary task-based issues. 
Therefore, the examination of stress arising from a system of participation 
introduced legally and systematically through explicit state legislation, 
and concerns specific tasks as well as organizational decision-making 
through some form of worker representation, is considerably needed.
(2) Some aspects of family-work interaction are frequently ignored : 
housing crisis, the standard of accommodation, travelling problems from 
and to work, family size, unique source of income when only the father is 
salaried,etc© All these aspects are common in most developing countries and 
constitute major source of concern to the worker. Perhaps, seme of these 
aspects are of minor importance for workers in industrialized countries, 
therefore# research tends to ignore them. Yet, they are indeed of crucial 
importance in developing countries.
(3) With reference to the studies of role stressors in particular, 
it was noted that some categories of work suffer from a lack of research 
concern. Most studies, for instance, have concentrated on " white collar " 
workers, to use the American appelation. Lower level of workers ( production 
or shop-floor workers ) are not less exposed to work stressors than managers, 
engineers or supervisors, but they may experience specific patterns of • 
stressors that are less salient in higher level functions,such as physical 
working condition, repetitive work, accident risks etc.. Therefore#major 
errphasis of the present study is placed on the investigation of production 
workers.
(4) The geographical distribution of stress studies reveales immediately 
the dominant number of studies conducted in the U.S.A, and to a lesser
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extent in Great Britain, Canada and some Western European Countries. However, 
if one addresses work stress research in developing countries, he will , 
no doubt, ^ be frustrated owing to the paucity of stress investigations in 
these societies. Indeed, the majority of developing societies differ from 
the industrialized countries in social, cultural and economical aspects, 
the specific characteristics of'developing societies such as tight bounds 
among family members, relatively larger family size, high birth rate, massive 
rural exodus, housing crisis, high rate of illiteracy, high religiosity, 
and inadequate communication and transport means; constitute important 
sources of stress, coping and support.
(5) The role of socio-demographics, personality characteristics, and 
organizational variables in the relationship of work stressors to strain, 
warrants further, examination. The following are proposed aspects for more 
empirical inquiries :
a)- The relationship of these variables ( i.e. socio-demographics, personality, 
organizational structure and off-work factors ) to work stressors.
b)~ The contribution of the above mentioned variables to the prediction 
of psychological and physiological strain.
c)- The potential role of socio-demographic, personality, organizational 
structure and non-work variables in the work stressor-strain relationship, 
as moderator or mediator.
2.6.2 METHODOLOGICAL IMPLICATIONS.
Throughout the literature review of the present chapter, various
methodological shortcomings were mentioned. In . addition to the heavy use\
of the self-administered questionnaires ( unfeasible in case of illiterate 
workers), insufficience of response rate, and failure' to assess psychometric 
properties of the instruments,.especially, reliability; other methodological 
aspects are • noteworthy:
(1) A great deal of empirical studies ( as can be easily seen in the
A
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role stressor section ) limit their concern to one or two stressors ( e.g. 
role conflict and/or role ambiguity. ) and ignore otheh sources of stress.
It is of importance to use a greater number of work stressors to gain more 
insight into the experience of stress and to better predict and understand 
the relationship of stressors to strain and coping.
(2) with reference to strains, some studies tend to use only one 
indicator of strain especially work dissatisfactiion. However, more adequate 
and accurate picture of strain can be gained through the use of multiple 
indicators of strain whether psychological ( i.e. tension , anxiety, depression, 
dissatisfaction, etc; ) or physical such as psychosomatic complaints and 
physiological changes ( e.g. elevated heart rate, blood pressure, etc..)
(3) Regarding the hypothesized moderating or conditioning effects, ■ 
many studies test only one or few potential moderator variables. However, a 
wider range of potential moderator variables, including sane organizational 
variables, socio-demographics ( e.g. age, sex, education,tenure, income etc..), 
personality characteristics ( e.g. type A behaviour pattern, locus of control, 
self-esteem, etc..), provide the working model or hypotheses with greater 
informative and predictive power.
(4) The analytic procedure frequently used in role stress studies, 
concentrates on the multiple univariate analysis consisting of examining 
each independent variable with each dependent variable, through the simple 
correlation coefficient. Tukey (1969) asks the question " we think we know 
what r = -.7 means. Do we ? How often ? Fisher (1958, p. 129) argues 
that the correlation coefficient is an artificial concept of no real utility. 
Therefore, multivariate analysis is more informative and more realistic
in that psychological and social phenomena are multifaceted. Harris' (1975) 
statement expresses forcibly the point; "If researchers were sufficiently 
narrow minded, or theories and measurement techniques so well developed or 
nature so simple as to dictate a single independent variable and a single 
outcome measure as appropriate in each study, there would be no need for 
multivariate statistical techniques " ( p.5 ).
COPING AND WORK STRESS.
Growing up in China, I heard the saying "The 
moment you stop, everyone else will walk 
ahead of you." After coming to this country 
I found that if I moved slowly,everyone flew 
past me.
It took 30 years for me to adjust to the fast 
pace he re... Now that I have reached the senior 
years, I must accept the words "slow down " 
That is anxiety. That is stress.
From a letter addressed to the 
TIME (June 27, 1983) by a 
reader .
I l l
CHAPTER I I I  COPING AND WORK STRESS
Coping is rapidly gaining currency in medical and social sciences.
Research into stress has been primarily concerned with sources and consequences 
of stress, but in recent years - a growing interest in the coping process 
has manifested. Pearlin and Schooler (1978) argue that " the limited 
attention social science has given to coping stands in striking contrast 
to its long and abundant interest in circumstances that are potentially 
deleterious to the well-being of people 11. A similar remark is made by Hall 
(1972), in that stress studies in the occupational domain have focussed 
principally on the nature of role stressors ( conflict, ambiguity and load ), 
their antecedents and consequences, and have paid little attention to 
adaptation.
The realization of the pivotal function of coping, not only as a response 
to aversive stimuli, but also as a dynamic and complex process in the 
stressor-strain relationship, has been associated with very limited empirical 
and conceptual efforts, in the occupational domain. Many writers, however, 
do ignore such a paucity of conceptualization and empirical research, and 
vividly enter the popular scene, displaying various " ready-to-wear " 
techniques. To report only a sample of these coping techniques relative to 
managerial work, one finds, seeking help and building supportive relationships 
with others ( Fair, 1976; Walsh 1975 ), planning and problem-solving 
( Bensahel, 1974; Howard,1978 ),leisure activities and hobbies ( Marks and 
Banack, 1977; McCann, 1972 ), relaxation and transcendental meditation 
( Benson, 1974; Kory, 1976; McQuade, 1973; Student, 1977 ), biofeedback 
( Nedeffer, 1975; Smith, 1977; Whitehead, 1977 ), work-home life 
compartmentalization ( DeVille, 1970 ), developing self-awareness 
( Overbeke, 1975 )s proper nutrition ( Bensahel, 1977; Morano, 1977 ), and 
adoption of a philosophy of life ( Kiev, 1974; Oates, 1971 ).
3 .1  INTRODUCTION :
Re.gardless of the specificity of the situations, or of the characteristics 
of individuals, proponents of the lay coping literature seem to acknowledge 
the universal validity, applicability and effectiveness of these techniques, 
across situations, persons and time. The presupposed value and strength . 
inherent in -these strategies regardless of the personal, environmental and 
temporal contingencies, are largely questionable and rest on no empirical 
verification. Therefore, popular literature will be avoided to examine only 
academic and empirical research.
The chapter starts with a discussion of coping definitions and conceptual 
models;.-and continues with an examination of coping strategies, coping 
effectiveness, and coping relationships to various stress and contextual 
variables; and concludes with an overview of the conceptual and methodological 
implications of the review, for the present research.
3.2 THE CONCEPT OF COPING .
3.2.1 DEFINING COPING
The opening section of the first Chapter dealt with the concept of 
stress and highlighted the confusion surrounding its definition and 
utilization. Coping too, is another concept difficult to define, !•' the 
definition of coping would be almost as elusive as the -definition of stress "
( Li vine, 1983 ). Awareness of the complexity and conspicuity of coping, and 
therefore, the fragility of embarking upon its definition, discouraged Sidle 
.et al. (1969) from attempting a definition of coping, although they were 
concerned with the development of a measuring scale of coping strategies. 
Similarly, Moos (1977 } 1984), editing two volumes on coping with physical 
illness, simply avoided to define coping in the opening sections; rather, 
he and two collaborators, enlarged on the conceptualization of coping tasks
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and skills with illness ( Moos and Tsu, 1977; Moos-and Schaefer, 1984 ).
These difficulties notewhithstanding# it is tempting to examine a sample 
of definitions.
Five types of coping definitions can be discerned according to their 
locus of emphasis:
(i) PHYSIOLOGICALLY - ORIENTED. DEFINITIONS
An example of physiological definition is suggested by Levine (1983).
Levine views coping in terms of reductions in neuroendocrine activity as 
a function of control, that is, the capacity to generate active responses 
( control ) or information#that the initial coping attempts produce, tends 
to reduce hormonal responses of the organism to noxious stimuli.
Physiological conceptions of coping stem-' from laboratory studies on 
animals. Coping occurs when there is a reduction in physiological changes 
induced by acute stressors. The obvious difficulty of this conceptual 
orientation is whether it is relevant and applicable to human coping behaviour. 
Another problem is that the meaning of coping is associated with a positive 
change in the level of physiological activities induced by stress. Therefore, 
coping yields only adaptational outcomes. However, coping can have not only 
positive outcomes but also negative consequences, depending upon the 
individual and the circumstances. Coping is an effort to manage perceived 
stressors, irrespective of outcome, success or failure.
(ii) TRAIT-BASED DEFINITIONS.
Some personality characteristics are viewed as more responsive to 
situational demands. Some researchers of type A behaviour pattern, for 
instance, tend to define it as a way of dealing with environmental demands 
and challenges. Glass (1977), throughout his experimental work, conceives 
of type A behaviour pattern as a style of coping with situations, over • 
which type A persons' control is threatened. Similarly, Chisney and Rosenman
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(1983) describe type A behaviour pattern as " a characteristic style of 
responding to , and coping with, environmental challenge ",
However,- since type A behaviour pattern is usually viewed as relatively 
stable properties of a person that dispose him to 'react in a certain way, 
when his need for control over situational challenges, is endangered; therefore, 
it is a dispositional property of the individual that contributes to the 
construct of coping behaviour,and is‘.not a coping process per se. Type A 
behaviour as well as other personality traits constitute psychological 
resources for coping.
Additionally, as Lazarus and Folkman (1984) point out, " the trait 
and style approach to coping is inevitably incomplete. Measures of coping 
traits and styles are not good predictors of actual coping processes; they 
understimate both the complexity and the variability of the ways people 
actually cope." (p.140).
(iii) SITUATION-ORIENTED DEFINITIONS -
The Person-Environment fit approach, dealt with in the foregoing Chapter, 
regards coping as consisting of an individual's activities or efforts directed 
to changing the objective environment or changing the objective person 
( in contrast to subjective person, i.e. self-concept; and subjective 
environment, i.e., as perceived by the individual ) in order to improve the. 
fit between one's need and capabilities, and environment demands and supplies 
( Caplan, et al. 1983; Harrison, 1978). Thus, the use of the term "coping" 
is relevant only to the actual person or environment. Another mechanism, 
namely, defence is reserved to one.'s alteration of the perception of the 
actual self and the objectif environment.
The Person-Environment fit definition poses certain problems. The exclusive 
application of coping to objective environment and actual needs and abilities, 
ignores ' other aspects of the environment-person relationship, that is, 
the fit between perceived environment and perceived needs and capabilities.
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The alteration in the latter is referred to as defence mechanism, "defence 
is defined as behaviour aimed at changing subjective perceptions of fit 
without changing objectif fit " ( Caplan, 1984 ). That is^  defence represents 
cognitive distortion of an individual\s ability and his environment. However, 
this distinction between coping and defence is not consonant with other . 
approaches. Lazarus ( 1966 ), for instance, considers defence mechanism as 
an integrant part of the coping behaviour.
On the other hand, the major weakness is that the Person-Environment 
approach fails to provide adequate empirical evidence supporting the 
relationship of the objective measures of the person and the environment 
to strain . Unless this relationship is substantiated, it makes no 
sense to associate coping with objective environment and objective person.
( e.g. Caplan et al.,1975; House, 1980 ).
(iv) FUNCTIONAL DEFINITIONS
This generic term encompasses definitions that emphasize the functions 
of overt and covert behaviour vis-a-vis the individual and the situation.
In this context, there are examples of definitions which emphasize emotional 
regulation function of coping. According to Pearlin and Schooler (1978),
Coping " refers to any response to external life strains that serves to • 
prevent, avoid, or control emotional distress ". Other definitions concentrate 
on the alteration of stressful situations. Coping, therefore, is " any 
attempt to deal with stressful situation? which a person feels he must do 
something about, but which tax or exceed his existing adaptation response 
patterns " ( Burke and Weir, 1974 ), " a  process, involving effort, on the
way towards solution of a problem," ( White, 1974 ), an attempt to master 
a new situation potentially threatening, frustrating, challenging or 
gratifying ( Murphy, 1962 ), " an array of covert and overt behaviour 
patterns by which the organism can actively prevent, alleviate or respond 
to stress-inducing circumstances." ( McGrath, 1970b).
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There are also definitions that emphasize the • impact of coping upon 
the cognitive-affective processes and situational stressors. In this vein, 
Folkman and Lazarus (1980) view coping as "the cognitive and behavioural 
efforts made to master, tolerate or reduce external and internal demands; 
such coping efforts serve two functions: the management or the alteration
of the person-environment relationship". Ilfeld ( 1980^,1982 ), simply, 
refers to coping as "a response intended to resolve life stressors and 
emotional pain". Newman and Beehr (1979) elaborate: "coping *is a response 
intended to eliminate, ameliorate, or change the stress producing factors 
in the job context or intended to modify in a beneficial way, the individual's 
reaction to the stressful job situation".
Examination of these functional definitions reveals the existence
of sane conceptual problems:
First : Definitions that concentrate on the emotion regulation function
of coping ( e.g. Pearl in and Schooler 1978 ) omit such important functions
of coping as problem-solving. Those definitions which emphasize the
modification of situations as a major function of coping ( e.g. Burke and
Weir, 1974; White, 1974 ) disregard other important functions such as
redefinition of cognitions and alteration of emotional strain.
Second : The functional definitions tend to emphasis the adaptive outccmes
of coping process. Coping, according to most of these definitions, brings
about a decrease in emotional strains and effective change in the external
stressful situations. However, coping, unlike adaptation and mastery, should
be conceived of as an effort to deal with stress regardless of outcomes.
Kahn,et al. (1964) aptly made the point when they wrote: "The study of coping
behaviour should include failures as well as coping mechanisms which are
I
successfu l. The concept o f  coping is  d e fin ed  by the behaviours subsummed
under it , not by the success of these behaviours" (p. 432). Perhaps, because 
more insight into the process of coping may be gained through the examination 
of ineffective coping behaviour, since " it is often in situation of failure 
where the ramifications of a particular coping mechanisms or defence can be 
seen most vividly "(Kahn,et al., 1964; p. 432) .
(v) GENERAL DEFINITIONS
This group of definitions tends to equate coping with response to 
stressful situations. In this connection, Silver and Wortman (1980) view 
coping simply as ■ "any and all responses made by an individual who 
encounters a potentially harmful outcome ". Similarly, . McCubbin,et al.(1976) 
refer to coping as "ways for dealing with stress".
The advantages of these definitions are twofold: First-: They suggest the 
neutrality of coping behaviour. Coping involves strategies associated with 
positive outcomes or negative consequences for the individual. Second: The 
generality of these definitions renders possible the inclusion of those 
segments of behavioural, cognitive and emotional processes, that are likely 
to be ignored by the restricted definitions.
However,the broad definitions, despite their large applicability , are 
less informative as to the distinguishing features of coping from the 
mere response to stressors. The statements such as "any and all responses" 
or "ways for dealing with stress" fail to inform the reader about some 
properties and functions of coping. Therefore, it is more beneficial for a 
definition to reconcile between generality and informativeness.
Before reaching a conclusion regarding coping definition, it is of 
importance to address the reasons for selecting the term "coping" among 
other terms. To do so, a brief description of these differences, proposed 
by some researchers, is necessary.
3.2.2 " COPING " AND RELATED CONCEPTS
Related to the concept of coping, are other terms such as '"adaptation",
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"adjustment", "mastery", and "defence". The following, are seme distinctions 
suggested by some writers.
White (1974) and Murphy (1974) differentiate between "coping" and 
"adaptation" on the ground that " adaptation " is usually associated with 
well established routinized response, readily available; but " Coping " 
refers to adaptation under relatively difficult situations where the adequate 
response is unclear, unavailable and difficult to construct. It is useful 
to mention that coping refers to attempts for adaptation, and does not denote 
the adaptation per se under the foregoing described- conditions.
Adaptation is basically a biological concept although sometimes used 
psychologically. Psychologists have coined another term,namely adjustment 
as equivalent to adaptation, to denote the functional processes of behaviour, 
that is, behaviour serving the function of handling and mastering 
environmental demands ( Lazarus, 1969 ). So, adjustment is a generic term 
that encompasses mastering, defence and coping.
Kroeher (1963) and Haan (1977) provide seme distinctions between 
" defence 11 and " coping " on the ground that " defence " is rigid, compelled, 
channelled, distorting of intrapsychic reality or logic, allows covert 
impulse expression, and tends to regulate anxiety without directly addressing 
the problem; while coping is flexible, purposive, involves choice, addresses 
the external reality, and allows impulse satisfaction in open, ordered, 
and tenpered ways. This distinction, although accurate and complete, creates 
the difficulty of devoting coping exclusively to those positively toned 
psychological processes.
The standpoint of the present endea/our is well reflected by Lazarus' 
position. Lazarus (1969) states that " defence mechanism may be regarded 
as a coping process, just as avoidance and attack are coping processes, 
because it is a psychological method of dealing with threat and 
frustration " ( p,221 ). So, although defence refers to distortion of one's
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perception of situational demands it is considered as a part of coping process.
3.2.3 CONCLUSIONS
The objectives of the review are twofold. : (a) to suggest the reasons 
for the choice of " coping " from other related terms; (b) to propose a 
working definition.
(a)- the term " coping 11 is selected from other terms on many grounds.
It is preferred to "adaptation " and " adjustment " because it is less 
generic and does not suggest only positive outcomes. " Mastery ", on the 
other hand, has acquired the property of controlling successfully situational 
stressors, a characteristic that is not necessarily associated with coping.
" coping " is preferred to "defence " since it does not only include distortion 
of one's ass3-ssment of the reality, but also attempts to manage situational 
stressors themselves. Finally, "coping " is used instead of "t response " 
because the latter is utterly general and largely inclusive.
(b)- Coping is adopted in the present research to mean overt or covert 
( cognitive and affective ) attempts to tolerate, prevent, reduce,•or 
control perceived threat or constraint, and aroused unpleasant affective 
reactions. Response to this unpleasant psychological state is carried out 
by seme strategies consisting of either changing ( or withdrawing from ) 
the situation, or altering cognitive-affective processes or both. These 
strategies may or may not produce the outcomes expected by an individual.
3.3 COPING MODELS.
The conceptual models of coping proposed by researchers of various 
background differ ( among other things ) in their locus of emphasis, as 
well as in generality or specificity. Four models are selected for their 
importance and significance: two are of general applicability and two 
others are specific to occupational realm.
3.3.1 PHENOMENOLOGICAL COGNITIVE-APPRAISAL MODEL.
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The work of Lazarus and co-workers ( Averill et al.,1969; Folkman et al., 
1979; Lazarus, 1966, 1968, 1970; Lazarus et al., 1970 ) is , perhaps, the 
most influential in the domain of coping. As coping is mediated by cognitive ' 
processes, Lazarus analyses in depth coping appraisal, defined as evaluations 
of situational demands for one's well-being.
According to Murphy (1962), the coping process involves three stages 
that manifest in the following sequence: preparatory steps towards coping, the 
coping actions, and secondary coping efforts required to deal with the 
consequences of the first two steps. Based on Murphy's coping phases, Lazarus 
et al. (1978) elaborated a cognitive-appraisal scheme based on three stages:
(a)- Primary Cognitive Appraisals : It is the cognitive process of evaluating 
the significance of an encounter cr event for one's well-being. The events 
can be perceived as irrelevant, benign or stressful for one's well-being. 
Perceived stressors can be appraised as harm-loss ( damage that has already 
occurred), threat (harm or loss that has not yet happen but is anticipated ), 
and challenge ( anticipated mastery or gain ).
(b)- Secondary Cognitive.Appraisal : It is the evaluation of coping resources
( e.g. material resources, social support, acquired coping skills, belief,
etc..) and options open to the choice of coping strategy. In other words,
\
secondary appraisal is a judgement of what-’ can be done in situations perceived 
as stressful during the first stage. The appraisal of coping resources and 
the choice of a coping strategy are contingent on three forms of evaluation: 
evaluation of the consequences of adopting a particular strategy in the 
context of other internal and/or external demands and constraints; evaluation 
of the likelihood that a given coping option will accomplish the expected 
outcomes; and evaluation that a particular strategy or a set of strategies 
can be enacted properly.
Coping, therefore, follows from the cognitive activities. Additionally, 
the cognitive processes ( primary and secondary appraisal and their interaction)
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mediate and determine the degree of emotional strains and their quality 
and content.
(c)- Cognitive Reappraisal: It represents the change that affects the 
foregoing cognitive appraisals as a result of the' changing internal and 
external conditions. Therefore, reappraisal may stem from the after-effects 
of coping effort, new cues discerned in the situation, activation of search 
and reflexion on the original evidence, and defensive intrapsychic activity 
which is a form of coping.
Coping in Lazarus' conception is the product of cognitive appraisal 
activities ( especially the secondary appraisal ). Also, coping may influence 
cognitive appraisals particularly during the stage of reappraisal. Coping 
as a process possesses four forms : information search, direct action,
inhibition of action, and intrapsychic modes. These coping forms serve two 
main functions : alteration of the person-environment relationships 
( instrumental or problem-solving coping ), or modification of threat cognition 
and emotional reactions ( palliative function of coping ) .
The process of coping or coping strategies are determined, in part, 
by one's coping resources including health and energy, existential beliefs 
( e.g. religion ), general beliefs ( e.g. locus of control ), level of 
motivational commitment :, problem-solving skills, social support and 
material resources. Coping also is determined by constraints that limit 
the exploration of resources. Constraints are personal ( i.e. internalized 
cultural values and beliefs exerting pressure on certain ways of behaviour ) 
and environmental ( i.e. scarcity of resources, pressure and constraints 
from competing demands for the same resource ),
DISCUSSION :
The key idea of Lazarus' model is that coping stems from cognitive 
appraisals; and .that emotional strain is the product, rather than the 
antecedent or intervening process, of the cognitive appraisal. It is this
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last very point in Lazarus et al's ( Lazarus 1982, 1984; Lazarus and Averill 
1972';. Lazarus#et al, 1980 ) theorization that is challenged by other critics; 
especially, by Izard ( 1971, 1972 ) and Zajonc ( 1980, 1984 ). Izard ( 1972 ), 
for example, argues that cognitive processes interact with ( and do not 
determine ) emotions to bring about sane forms of cognitive appraisals; 
and that emotions play a crucial role in selecting sensory data and guiding 
cognitive processing of these data and subsequent actvities. In other words, 
a person's emotional processes serve the selectivity, purposiveness and 
directionality in the perceptual-cognitive functioning. Without these functions 
of emotional patterns, Lazarus' conception of emotion and subsequent coping 
behaviour as a product of cognitive appraisals, is unable to answer the 
question of v/hat motivates and sustains cognitive appraisals, what guides 
perceptual-cognitive activity, and what determines the selection of sensory 
information and the focusing of input.
On the other hand, some questions relating to Lazarus' conceptualization 
of appraisal and coping await further theorization and empirical verification: 
the model does not provide precise predictions regarding an individual's 
coping behaviour in a single instance. It is not clear what antecedent factors ■ 
will determine whether the person under stress will appraise as a threat, 
or whether he will appraise the outcomes as a challenge. Also, it is not 
clear which particular emotional reaction, cognitively mediated, will 
predominate, or which coping mechanism will be selected ( Silver and 
Wortman, 1980 ). More conceptual effort is needed to explicate the relation­
ships and interactions among situational stressors, cognitive appraisals, 
emotional processes, defence mechanisms, coping resources whether individual 
or environmental, and coping responses. How do they influence one another ?
How does each component derive from others ?
Nevertheless, Lazarus' work remains of substantial contribution to stress
fand coping. Although he understimate? the role of affective processes in
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cognitive activities, he provides researchers with a clear and more 
comprehensive analysis of cognitive appraisals as mediators of coping; and 
suggests a typology of coping functions and strategies, largely adopted by 
research workers in different areas including occupational domain.
3.3.2 EGO-PROCESS. MODEL
Writers in ego psychology believe that the ego functions are differently 
viewed in psychoanalysis and ego-psychology. According to Freud's ( 1949 ) 
analytic theory, the ego serves two main functions: (a) a mediating role 
between the demands of the Id's drives and instincts, and the pressure of 
the Superego's societal norms and values. Therefore, the ego acts as a 
buffer of the two sources of pressure, (b) The assimilation of information 
and the orientation towards experienced solutions. Central to both functions 
are the defence mechanisms of the Ego, their mediating role between the Id 
and Superego, and their protective action against internal and external 
threat.
The psychoanalytic perspective, according to ego-psychologists (Haan, 
1969; Menninger, 1963; Vaillant, 1977 ) is too narrow to account for the 
adaptive effort of the ego, effective conflict resolution, and successful 
problem-solving. Anna Freud (1937) did suggest that, additionally to the 
protective function of the ego ( i.e. mitigation of the internal conflict), 
the ego sometimes addresses the external danger or threat to change the 
situation. This very step towards the externally-oriented action of the 
ego was not enlarged upon.
Kroeber ( 1963) and Haan (1969) proposed a conceptual model of the ego 
coping functions. Their model rests upon three dimensions of the ego: ego 
process mode, ego defensive mode ( defensive mechanisms of the ego ), and 
ego coping mode ( or the coping effort of the ego ). They postulated that 
the ten generic ego processes ( i.e. discrimination, detachement, means-end
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symbolization, selective awareness, sensitivity, delayed response, time 
reversal, impulse diversion, affective transformation, and repression ) 
involve ten corresponding defence modes'inferred from the psychoanalysis 
literature, and ten corresponding coping strategies proposed; so that each 
distinct pair of modes ( a defence mode and a corresponding coping mode ) 
derive from the same generic process. To illustrate, among the ten ego 
processes, there is a generic ego process termed "means-end symbolization" 
consisting of the defence mechanism mode 'rationalization1 i.e. , 
superficially advancing plausible reasons to explain behaviour or intention 
which enable self-gratification to escape attention, but omitting crucial 
aspects of a situation; and the coping mode : " logical analysis ", that
i
is, analysing thoughtfully, carefully the causal aspects of a situation.
As another example, the generic ego process called " delayed response " 
comprises the defence mode : ' indecision ' denoting inability to resolve 
ambiguity, and the coping mode: ' tolerance of ambiguity ', that is, the 
ability to cope with cognitive-and affective complexity or dissonance.
It was suggested that the ego processes may be utilized in either their 
coping mode or their defensive form, or in combination of both, for any 
given individual, situation or time ( Kroeber, 1963 ). Recently, Haan 
( 1969, 1977 ) has added a third mode called ' fragmentation ' to describe 
disorganized and pathological behaviour.
to
DISCUSSION :
The crucial part in Naan's (1977) model is the distinction between 
fragmentation, defence mode, and'coping mode. These modes are hierarchically 
ranked with fragmentation at the bottom, because it is a primitive way of 
response; coping mode at the top, as it is the most mature and reality- 
oriented; and defence mode, occupying an intermediate position, since it 
is fixed, intrapsychic, but not necessarily primitive.
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The distinction between coping mode and defence mode raises the problem
of value. The criteria adopted for seperating coping responses from defensive
mechanisms rest upon some assumed normative values. For instance, any
response which is flexible, purposive,, rational, logical, integrative,
reality-oriented is coping. On the contrary, any response which is rigid,
compelled, channelled, reality and logic-distorting, irrational is defensive
reactions. Thus, these attributes of coping are suggestive of positive value,
while the defence mode attributes are suggestive of negative value. Therefore,
the adaptive value is a priori assumed in the coping process, and not
contingent on an individual interaction with the social reality.
To examine empirical evidence regarding Haan' s- model applicability,
it is worth mentioning that Margolis (1970), in a study of a sample of"
students engaging in role playing performed under varying levels of stress,
concludes that Haan's model does not permit new ways for categorization
beof behaviour, and that specific coping modes cannot'clearly operationalized.
A related matter is the existence of inconsistencies across judges to 
identify and label, coping and defence mechanisms on the basis of Haan's 
tripartite model. For instance, Hunter and Goodstein (1967); Folkins (1970) 
and Margolis (1970) found only moderate consistency in the identification 
and codification of coping functions made by independent judges. Therefore, 
the typology needs further differentiation and elaboration.
The foregoing criticisms notewithstanding, Kroeber's'" (1963) and Haan's
(1977) theorization provides a comprehensive taxonomy of'ego processes. 
Additionally, the model emphasizes the importance of ego functioning in 
stress and adaptation. Morrissey (1977), following a comprehensive review 
of empirical evidence, concludes that the empirical outcomes bearing on the 
model are encouraging.
3.3.3 BURKE AND WEIR'S MODEL
The two previous models reviewed and discussed aimed at theorizing the
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structure and functioning of coping irrepective of a particular area of 
.-application. There exist., however, other conceptual models specific to 
a particular area ( e.g. occupational situation ) or a particular aspect 
of the social and occupational roles ( e. g role conflict ). Burke and Weir,
(1980), following a review of research on coping with managerial stress, 
suggest a model which integrates earlier work on occupational stress, and 
places major emphasis on individual coping effort with organizational stress. 
The raison d'etre of their undertaking is the awareness that most studies 
on coping with work stress have been conducted " without references to a 
theoretical model of coping behaviour. Instead, most of this literature, 
either describes coping behaviours, relates these behaviours to sane 
antecedents and consequences, or offers a taxonomy of coping responses'-'
(Burke and Weir, 1980 ).
The model, as reproduced in Figure 3.1, indicates that events in the
work environment are perceived as irrelevant, benign / positive,or threatening.
Cognition of threat, that is, the anticipation or experience of loss or harm
arouses negative affects ( e.g. anxiety, depression ), stressful thoughts
and images, and physiological responses such as ' fight and flight ' ( Cannon,
1939 ) and general alarm syndrom ( Selye, 1956 ) of the organism. These
individual stress reactions evoke coping behaviour. Ineffective coping
behaviour has positive outcomes in the short run but not in the long term.
The outcomes of coping, whether effective or ineffective, feedback into
cognitive appraisal to alter the threat cognitions, and into individual stress
reaction? to regulate affective, cognitive and physiological strains. At
this stage the individual characteristics such as coping abilities or skills;
past experience; physical and mental conditions; home, co-workers' and
superiors' social support; personality traitsjcoristraints of social, cultural
or organizational norms; the intensity of chronic events, are viewed as
\
m ediators fo r  both  c o g n it iv e  a p p ra is a l processes and coping behaviours.
;9  •
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If coping behaviour is ineffective, mental and physical symptoms of 
strain develop ( e.g. chronic disturbances of mood and cognitive processes, 
job dissatisfaction, low morale, psychosomatic symptoms, high blood pressure, 
high serum cholesterol, and absenteeism ). Persistence and recurrence of 
work strains, if uncorrected, can eventually induce, in the long run, mental 
and physical breakdowns'(e.g. mental illnesses, coronary heart diseases, ulcer, 
etc. ).
DISCUSSION
The model of coping with managerial work stress reviewed, integrates 
into a conceptual framework some important processes, and outlines the causal 
relationships between the components of stress and coping. However, the model 
fails to produce or specify some relationships: '
• First : With reference to Figure 3.1, coping behaviour (panel 4) is
depicted as a mediator of the effect of individual stress reaction (panel 3) 
on wellbeing-=-s train. The model seems to suggest that there is a perfect 
mediation, that is, a person1 s'stress reactions (panel 3) do not induce 
directly we 1 lbeing-strain, but only through coping behaviour (panel 4). 
.Fbwever, it can be argued that stress reaction (e.g. disturbing cognitions, 
negative feelings, etc.) can affect directly and indirectly (through coping 
personal and situational intervening variables,)*- \ . individual strain.
For example, feeling anxious because of the anticipation of some harm or loss 
to what an individual values in the work environment may sometimes, but not 
necessarily, affect his moraJaand wellbeing. Therefore, part of the stress 
reaction impinges directly on wellbeing, and part of it is channelled or 
modified by coping behaviour. So,another arrow that directly link£panel, (3) 
to panel (5)_,to represent the relationship between stress reaction and 
wellbeing-strain, is needed.
Second: Related to the previous remark is the posited mediating role of
coping behaviour in the relationship between stress reaction (panel 3) and 
wellbeing-strain (panel 5). A mediator variable, according to Burke and Weir
relationships between other variables. So, coping behaviour may serve to
attenuate or exacerbate the impact of a person's1 stress reaction on
wellbeing-strain. However, the model indirectly raises seme important
questions which remain unanswered: Does coping behaviour play only a.
mediating role in the stress reaction and wellbeing-strain relationship?
Does coping behaviour, whether effective or ineffective, also exert a
moderating or interactive effect on wellbeing-strain? Put differently, does
coping interact with stress reactions to enhance the prediction of wellbeing-
strain? Does the mere fact of coping, irrespective of the type of the
individual stress reactions, have sane effect on wellbeing-strain reduction?
\
These possible relationships are not dealt with in Burke and Weir's (1980b) 
description and analysis of the model.
Third: As indicated in Figure 3.1, Burke and Weir (I980b)posit that the
individual characteristics (panel 7) mediate cognitive appraisal and \ 
individual coping behaviour. This conception sounds plausible, but other 
forms of relationships are possible:
(a) Individual characteristics may mediate also stress reaction (panel' 3) 
on the ground that some personality dimensions such as flexibility-regidity 
or trait anxiety may affect the responsiveness of an individual's affective 
processes (e.g. anxiety, tension,depression, etc.) to perceived threat.
(b) Individual characteristics may serve, not only as mediators, but also 
as moderators of the cognitive appraisal and the individual coping behaviour
individual characteristics may interact with cognitive appraisal to predict
\
stress reaction; they may also interact with coping behaviour to enhance the 
prediction of wellbeing-strain. Thus, besides the mediating role of the 
personal characteristics, their moderating role is likely too.
(c) Individual characteristics may sometimes constitute an additional 
source of stress. It follows that the direct‘impacts or the main effects
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(1980b) means a  v a r ia b le  which serves to  d im in ish  o r  in te n s ify  the
of the individual characteristics on cognitive appraisal, stress reaction 
and coping behaviour, warrant attention, in addition to their mediating and 
moderating effects.
The model proposed by Burke and-Weir (1980b) is a. rare- conceptual effort 
of coping in the occupational domain, that outlines the relationships of 
coping to perceived work stressors, strain, health consequences, and personal 
characteristics; and integrates disparate elements of work coping literature, 
into a conceptual framework.
3.3.4 HALL'S ROLE-BASED MODEL OF COPING.
Hall's (1972) paradigm is another example of the conceptual models 
proposed in relation to work. It is recalled that Burke and Weir's 
• framework was concerned with coping with managerial stressors. The present 
model deals with role conflict between home and work.
Following Levinson's (1959) conception of role processes, Hall (1977)
%
adopts three dimensions of role : (a) Externally defined demands, (b) 
Personal role conception or internally defined expectations, and (c) Role 
behaviour.
Building upon these dimensions of role, Hall (1972) logically derives 
three patterns of coping behaviours, so that each pattern of coping . 
corresponds to each dimension of role:
(a)~ The first type of coping, namely, structural role redefinition, 
involves the alteration ( reduction, reallocation, recheduling, etc..) 
of externally or structurally imposed expectations held:'by others, 
regarding the - appropriate behaviour of ■ role-occupant'’.
(b)- The second type: personal role redefinition; entails changing one's 
personal perception of role expectancies, demands and pressure received 
from others ( e.g. setting priorities among roles, belief in the
\
\
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(c)- The third type, namely, reactive role behaviour, involves attempts 
to ameliorate the quality of one's role behaviour so that all the expectations 
of role senders are met, without changing the external or personal definition 
of role ( e.g. planning, absence of any strategy, working harder..).
Such a typology of coping behaviour based upon the categorization of 
role dimensions, permits the researcher to advance some propositions 
regarding the function of each class of coping behaviour :
(a)- Structural role redefinition is most effective in reducing experienced 
conflict between a focal person and a role sender.
(b)- Coping through personal role redefinition yields only short term relief 
but long term exacerbation of the stressors impingements.
(c)- Reactive role behaviour would entail an increase in the total strain 
experienced by the stressee.
DISCUSSION :
fa
The model, unlike Burke and'Weir's (1980b)paradigm, was empirically 
examined. Hall (1972) concluded that, although structural role redefinition 
is positively related to satisfaction; and coping through personal role 
redefinition is related to dissatisfaction, the simple act of coping ( as 
opposed to the absence of coping attempts ) is more strongly related to 
satisfaction than to the particular type of coping strategy employed. This 
is an important finding in that coping, irrespective of its quality or 
quantity, has some effect on strain.
However, in testing the model, the researcher haS used only one indicator 
of psychological strain, namely, satisfaction; and one form of stressors, 
i.e. , inter-role conflict. One is left with the question whether these 
patterns of coping relate differently to other types of perceived stressors 
and affective strains. Therefore, three forms of relationships warrant 
examination:
(1) The relationship of coping strategies to different patterns of perceived
u n a v o id a b ility  o f  r o le  c o n f l ic t . . ) .
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stressors. Although the researcher limits the study to the inter-role conflict, 
other role aspects ( e.g., role ambiguity, role overload, etc..) merit 
consideration.
(2) The relationship of coping to a number of indicators of psychological 
and psychosomatic strain, since the focus of Hall's study was only on 
satisfaction.
(3) Moderator variables other than employment status and multiple roles 
that were addressed. Socio-demographics, personality characteristics, social 
support are potential moderators of the relationship of coping to stress.
In conclusion, Hall's model is much more a taxonomy of coping behaviour 
than . an elaborated conceptual paradigm indicating the relationships among 
different components of coping, strain and perceived stressors. Nevertheless, 
the progressive conceptualization of coping from role typology, through 
coping categorization, and to coping outcomes is logically impressive.
3.3.5 CONCLUSIONS
The reviewed models address the relationships of coping to perceived 
stressors, strain, health outcomes, and coping resources, whether individual 
resources ( personality attributes ) or situational resources ( social 
support ). However, the discussion accompaning each model review emphasizes 
the need for further conceptualization of the following relationships:
(1) The association of coping strategies with perceived stressors. Under 
what conditions some forms of coping are more activated than others.
(2) The relationship of coping strategies to psychological strain indicators 
and physiological symptoms. Does coping influence most strain indices or 
affect them differentially?
(3) How individual resources ( socio-demographics, personality characteristics) 
and situational resources ( social support ) relates to coping strategies
and coping effectiveness.
(4) The relationships of coping strategies to the stressor-strain link,
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a)- A mediator of the relationship of perceived stressors to strain.
b)- A  moderator interacting with perceived stressors to enhance -the prediction 
of strain.
These aspects express the need for other conceptual models that indicate 
the relationship of coping strategies to stressors, strain and coping resources 
in the occupational realm.
1 -H- * * * * * *
3.4 COPING STRATEGIES.
Having addressed the conceptual aspects of coping in the foregoing 
section, there remains to examine sane examples of coping strategies. Coping 
strategies refer to the patterns of coping attempts or efforts intended 
to manage ( i.e., avoid., tolerate, reduce ) stress. Coping strategies have 
been proposed on both theoretical and empirical grounds. An outline and 
criticism of which will be made.
3.4.1 THEORETICALLY-DERIVED COPING STRATEGIES
Some writers have proposed coping typologies generalizable to diverse 
situations. In this connection, Lazarus and Launier (1978) suggest four 
coping modes consisting of information seeking or search, direct action, 
inhibition of action, and intrapsychic response ( i.e. cognitive processes 
that regulate the emotion by reducing its unpleasant feelings ).
Moos and Schaefer (1984) advance another typology based on three main 
sets of coping strategies: (a) Appraisal-focused coping involving logical 
analysis, cognitive redefinition, and cognitive avoidance or denial; :
(b) Problem-focused coping including seeking information and support, taking 
problem-solving action, and identifying alternative rewards; (c) Emotion- 
focused coping consisting of affective regulation, emotional discharge, 
and resigned acceptance.
th a t  is  , whether coping fu n c tio n s  as
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The importance of these theoretical efforts of categorizing coping 
strategies lies in the provision of a framework that guides empirical 
research in identifying coping strategies specific to a given situation.
3.4.2 EMPIRICALLY-DERIVED COPING STRATEGIES
Unlike the above typologies, empirical identification of coping behaviour 
is mostly situation-specific. Since there exist certain studies carried 
out in occupational environment, only coping strategies reported by work 
stress studies are considered.
Investigating the ways employees utilize to handle persistent life 
stress encountered in four areas: occupational, marital, household economics, 
and parental role, Pearlin and Schooler (1978) identify a number of coping 
strategies grouped into three broad categories, namely: (1) Responses that 
modify stressful situations: negociation in marriage, punitive discipline 
in parenting, and optimistic action in occupation. (2) Responses that 
function to control the meaning of stressful experience following its 
occurrence and prior to the emergence of strain. These responses involve 
positive comparison ( perception of a situation as being less stressful in 
comparison with that of significant others ), selective ignoring ( neglecting 
the aversive sides of stressors and concentrating upon positive attributes ), 
substitution of rewards, and devaluation of money. (>3) Responses that function 
more for the control or management of strain itself than for its vitiation 
after its emergence. These include emotional discharge ( ventilation of 
feelings ft passive forebearance ( containment of feelings and avoidance df 
conflict ), parental potency as opposed to helplessness resignation.,and 
finally, optimistic faith.
Burke (1971) identified the following coping responses reported by 
a sample of middle level supervisors of engineering personnel: change to an 
engrossing non-work or play activities; analyse situations and change
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the strategy of attack; withdraw physically from the situation; engage in 
physical exercise; work harder; talk through with others on the job; 
compartmentalization of work and home life; change to a different work 
task or job activity, talk through with spouses, arid build body resistance 
to frustration ( regular sleep and exercise ). In a subsequent study of : 
managerial work stress and coping strategies, Burke and Belcourt (1974),» 
using factor analysis of reported coping responses, derived five.patterns 
of coping behaviours, namely talking to others; working harder and longer; 
changing to an engrossing non-work or play activity, analysing the situation 
and changing the strategy of attack; and withdrawing physically from the 
situation.
Newton and Keenan (1985) examined responses to work incidents reported 
by a sample of young professional engineers contacted during the sixth 
month of their employment. They identified the following classes of coping: 
talking to others, direct action, preparatory activities (e.g. problem 
appraisal, and information search ), withdrawal behaviour, and helplessness 
and resentment .
Dewe et al. (1979) developed a checklist of coping behaviour inferred 
from responses to a preliminary open-ended question. The checklist was then 
applied to a sample of supervisors ( or white collar workers to use the 
researchers term ), and the responses were factor-analysed. The coping 
pattern? derived include expression of feelings and search for social support 
at work; sensible task-oriented behaviour ( e.g. take immediate action, 
set priorities, try not to worry.,), engaging in outside work; and passive 
attempts.
Tung and Koch (1980) conducted a research into coping strategies that
the School Administrators found useful to cope with work stressors. The
strategies reported by respondents were grouped into three general areas:
/*
the f i r s t  category  -  p h y s io lo g ic a l a c t iv i t y  -  in c lu d es  p h y s ic a l work o r
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exercices (e.g. jogging, competing, gardening ); withdrawal activities 
(isolating oneself in one's home, travelling for an extended period, and 
establishing social friendship outside the imnediate educational environment); 
relaxation activities. The second category: cognitive activity, includes 
approaching all problems with an optimistic attitude; sharing problems with 
colleagues and spouses; establishing realistic goals (recognition of one's 
limitations ); maintaining a sense of humour; believing and practising 
religion. Finally, the third category —  acquisition of interpersonal and 
work skills - involves updating professional skills, acquiring time 
management and conflict management skills, developing good relations, and 
learning team management efforts.
Kyriacou (1980) asked a fairly small sample of teachers to indicate 
how frequently they use each coping strategy listed in a questionnaire.
Factor analysis revealed three main coping patterns: expressing feelings 
seeking advice— social support; reflecting on the situation and taking 
action; and finally, distracting attention away from work stress to more 
pleasant thoughts and interests.
3.4.3 DISCUSSION AND CONCLUSIONS
The section has progressed from general coping typologies to specific 
coping strategies. The examination of the coping strategies reported, and 
the methodology used raises some issues:
First: Various specific coping strategies have been reported. However,
it is surprising that research has rarely mention moral attitudes, religious 
values and existential beliefs, people may resort to , in the presence of 
stress.
Second : The method used to assess coping behaviour in certain studies 
involves some shortcomings. To illustrate, it is worth mentioning two examples 
of items used by Pearlin and Schooler (1978) to identify perceived stressors 
and coping strategies:
An item supposed to assess perceived work stressors was: "How strongly- do
you agree or disagree that: (1) My work has good fringe of benefits such as 
sick pay and retirement. (2) I can count on a steady income. (3) My chances 
for increased earnings in the next year or so are good."
An item supposed to assess*coping response was: "How strongly do you 
agree or disagree that (1) The most important thing about my job is that it 
provides me the things I need in life, (2) I can put up with a lot on my job 
as long as the pay is good, (3) Time solves most problems on my job."
It can be argued that, asking respondents whether they agree or disagree 
about some occupational aspects is largely confusing. The respondents may 
not know whether they are asked about the existence of sane stressful 
situational demands ( factual data ), or asked about their opinions or 
attitudes towards these situational demands ( attitudinal data ), since 
the format of the first question contains the key terms " agree " and 
" disagree Therefore.* both ways of interpreting the meaning of the question 
by respondents are very likely. Consequently, the results may, partly, mirror 
these misinterpretations rather than perceived stressors per se.
Additionally, the same format is applied to coping question. That is, 
the expression " how strongly do you agree or disagree " is used as well 
in connection with coping items. If the respondent answered that he agrees 
( or disagrees ) that " the most important thing about ( his ) job is that 
it provides ( him ) the things ( he ) needs in life " ( see the second item 
above ). The answer can reflect his opinion or attitude towards the job rather 
than coping with work stressors. Furthermore, it is hard to admit that items 
do tap coping behaviour since there is a striking similarity between coping 
and perceived stressors' leading questions. Both start with the expression:
" how strongly do you agree or disagree that ...", which reflects the 
respondent's opinions or attitudes towards some occupational variables and 
much less their perception of stressors and coping responses.
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Third : Sane researchers present the subjects with questions that ask 
them about actions or behaviours helpful or useful in reducing stress (e.g. 
Burke, 1971; Burke and Belcourt 1974 ). It is perhaps more safe to ask what 
they do or how they behave under sane stressful situations, irrespective 
of any mention of negative or positive outcomes of coping behaviour.. It can 
be argued that, asking people about coping responses in terms of usefulness, 
is based on the assumption that every coping strategy likely to be reported 
by respondents is necessarily perceived ( by them ) as effective. A person 
may behave in some way in order to manage ( solve, tolerate reduce, or avoid ) 
the problem, not because he believes it is the most effective or successful, 
but because of significant others' explicit or implicit constraints and 
pressures.
Fourth : The most important lacuna in the studies of coping strategies
with work stressors is that the majority of studies have dealt principally 
with managers, supervisors, and engineers' works, and have paid little 
attention to shopfloor or production workers.
To conclude, coping with work stressors, as suggested by the studies 
reviewed, exhibits various strategies, despite the fact that some forms 
of coping, such as coping based on moral attitudes, and religious and 
existential beliefs, have rarely been explored. Generally, the studies of 
coping with occupational stress are lacking conpared with the amount of 
coping research in behavioural medicine and corrmunity psychology. Moreover, 
the existing occupational research on coping is mainly concerned with managers, 
supervisors, administrators and engineers, and rarely with shopfloor 
production workers.
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3.5 COPING EFFECTIVENESS
Issues related to the analysis and assessment of coping effectiveness 
are complex and multifaceted. Effectiveness rests upon a number of parameters 
related to cognitive processes, behaviour, performance, situation, group 
processes, social and cultural norms and values. Change affecting one or 
more of these processes may represent, in the literature, an indicator of 
coping effectiveness. Therefore, tension reduction has been considered as 
a relevant criterion of coping effectiveness ( e.g. Pearlin and Schooler,
1978 ). The emergence of some forms of cognitive processes such as denial 
( Bloom, et al., 1974; Cohen and Lazarus, 1973;Fenz and Epstein, 1962; 
Goldstein and Adams, 1967; Holmes and Houston, 1974; Steiner, 1970 ) and 
intellectualization ( Lazarus et al. 1965; Speisman et al. 1964 ) was found 
effective. Coping responses that modify the situation or stressors were 
regarded as an expression of effectiveness ( e.g. Janis and Mann, 1977; 
Lazarus 1966; Mechanic, 1962; Murphy, 1974 ). These examples reflect the 
complexity of the matter. In order to deal with sane research examples of 
coping effectiveness, every study will be approached fron two standpoints: t 
What are the indicators of coping effectiveness adopted ? What coping 
strategies are found effective or ineffective ?
3.5.1 THEORETICAL GUIDLINES OF COPING EFFECTIVENESS.
Some writers advance some general guidlines to oriente studies towards 
a systematic assessment of coping effectiveness. In this vein, Lazarus et 
al., (1974) proposed three general criteria for evaluating the efficacy 
of coping strategies, namely: flexibility, rationality and effectiveness.
By " flexibility 11 is meant variability of behaviour according to the 
internal or external environments. 11 Rationality " denotes the employment 
of problem-solving capacity. Finally, " effectiveness 11 refers here to the 
satisfaction of the task requirements or alteration of the task so that 
one's and other's expectations are met.
Antonovsky (1979) advances a few criteria for the assessment of coping 
maturity, including flexibility ( creation and revision of contingent plans ), 
forsightedness ( anticipation of the long-range and immediate response to 
actions ), and rationality ( accuracy and objectivity of appraisal ).
Mechanic (1974) believes that successful individual adaptation depends 
on the effectiveness of the solutions provided by culture and the preparatory 
institution (formal . and informal learning and social support ). The components 
of the individual adaptation such as coping, capabilities, motivation to 
meet environmental demands and maintenaice of psychological equilibrium, 
capitalize upon the adequacy of socialization and acculturation in the 
social environment.
Kahn et al.(1964) offered some important orientations concerning coping 
behaviour in organization. They recommend that inquiry into coping responses 
to organizational stress necessitates the consideration of the type of stress 
involved, the organizational condition creating stress, the personality 
of the individual experiencing stress, and the network of -interpersonal 
relations. It follows from these, that the success of coping behaviour 
should be assessed with reference to all affected systems. The critical 
question to be asked concerning any coping response is : effective for whan ? 
because " what is good for an individual and his role set needs not be 
consonant with the goals of the organizational system " ( Kahn et al.,1964, 
p. 433 ).
These theoretical guidlines have outlined sane general criteria ranging
from the micro-level:cognitive processes ( e.g. denial, intellectualizationetc.)
to the macro-level: social structure and culture. The propositions made
are indicative of the complexity of the phenomenon and the necessity for/
multiple criteria to assess coping effectiveness.
3.5.2 EMPIRICAL EVIDENCE OF COPING EFFECTIVENESS.
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To examine some examples o f  e m p ir ic a l s tu d ie s  o f  coping e ffe c t iv e n e s s /
each study is examined on the basis of the criteria adopted for effectiveness, 
procedures used and effective or ineffective coping strategies reported.
Houston (1977) examined the efficacy of sane cognitive coping strategies 
with apprehension in a laboratory situation, where avoidance of shock was 
contingent upon good performance on a memory task; and also with apprehension 
in a class examination situation. The criterion of cognitive coping effectiveness 
involved reduction of anxiety and improvement of performance. The laboratory 
experiment indicated that cognitive rationalization, reversal cf affect and 
intellectualization threat groups were not significantly different from the 
non-threat group in the change of anxiety; while the denial, active mastery, 
search for strategy and worry groups were significantly different from the 
controls. The classroom study indicated that students resorting to * 
rationalization, intellectualization denial and isolation, were successful 
in coping with the stress of the final exam, because they manifested lower 
anxiety and obtained relatively high exam scores. Houston (1977) concluded 
that intellectualization and rationalization were associated with the most 
effective coping, as opposed to worrying, being the most strainful and 
ineffective.
Hall (1972) related three types of coping to overall satisfaction 
addressed by a direct question: " overall, how satisfied do you feel with 
the way you deal with your problem life ". It was found that satisfaction 
was positively related to the structural redefinition class of coping, and 
negatively associated with the class of coping termed reactive role behaviour.
An intriguing finding reported, was that the simple act of coping as opposed 
to non-coping was much more related .to satisfaction than particular type 
of coping strategy employed .
Considering the reduction of affective strain as an indicator of coping 
effectiveness, Pearlin and Schooler (1978) found that some coping resources 
( i.e. personality attributes ) were related to coping efficacy. In this
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connection, they reported that freedom from negative attitudes ( low self­
denigration ), the possession of a self-conception of being able to control the 
external environment ( mastery ) and the presence of favourable attitudes 
towards one's self ( self-esteem ) were, effective i'n reducing the effect 
of stressors. The results also indicated that individual coping strategies 
are most effective when dealing with stressors within the close interpersonal 
roles of marriage and child-rearing, and least effective when dealing with 
the same stressors encountered in occupations. According to this study, 
the nature of a situation determines the efficacy of coping strategies.
Bflings and Moos (1980) examined the efficacy of coping with stressful 
life events. The method of analysis consisted of assessing the reduction 
of affective strain ( anxiety and depression ) and psychosomatic symptoms,
irtore
using multiple regression . The results showed that avoidance copingv highly 
predicts depression , anxiety and psychosomatic symptcms, than the other 
two coping strategies: active cognitive and active behaviour, for both male 
and female samples. Comparing the last two coping strategies, avoidance 
coping were more effective than active behaviour in reducing strain and 
psychosomatic complaints.
Using some coping patterns identified by Pearlin and Schooler (1978), 
Menaghan (1982) attempted to test the effectiveness of four marital coping 
strategies: negociation, optimistic comparison, selective ignoring and 
resignation, adopting two different criteria of coping effectiveness, namely, 
the extent of experienced distress-reduction, and the problem-solving over time 
She reported that two coping responses: selective ignoring and resignation, 
were associated with increased tension and with little effect on stressors.
The coping response consisting of negociation was effective in reducing 
latter problems but ineffective in tension-reduction. The only coping 
strategy leading to lower tension and fewer subsequent problems, was optimistic 
comparison,
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In a subsequent analysis Menaghan and Merves (1984) examined coping 
effectiveness with occupational problems. The data was based on a wide scale 
carmunity study from which the sample examined in the above-mentioned 
study was drawn. The effectiveness of four coping strategies, namely, direct 
action, optimistic comparison, selective ignoring ( concentrating on positive 
aspects and ignoring negative characteristics of the situation ) and restricted 
expectations ( focusing on monetary rewards rather than on work satisfaction ) 
were assessed. It was found that optimistic comparison and unrestricted 
expectations were related to ongoing affective strain, but !had a negligible 
effect on the work situation over time. Neither selective ignoring nor direct 
action has a direct effect on strain and later stressors. Surprinsingly, the 
initial level of problems, difficulties, part-time employment, occupational 
prestige and income predicted later problem more than did coping strategies.
Burke and Belcourt (1974), using respondents' claim that given coping 
responses were effective or ineffective in reducing experienced tension, 
reported that the coping strategies: analysing the situation and changing 
the strategy of attack, were effective; but other coping strategies, namely, 
doing nothing and expressing feelings were reported ineffective.
Adopting similar typology of coping strategies used by Burke (1971),
Howard et al. (1975) examined the effectiveness of coping strategies of 
managers based on the average frequency of reported strain symptoms ( or 
psychosomatic symptoms ) corresponding to each coping strategy, so that the 
smaller the average frequency of reported strain symptoms, the more effective 
a coping strategy. Therefore, they listed five effective coping strategies, 
including, building resistance ( by regular sleep, exercises ), 
compartmentalizing work and non work life, engaging in physical exercise, 
talking through with peers on the job, and withdraw physically from the 
situation. The five coping strategies found ineffective were: changing to
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a different work activity, changing the strategy of attack on work, working 
harder, talking through with spouse, and changing to a non-work activity.
Anderson et al.(l977) addressed the effectiveness of coping behaviour 
pattrens with an environmentally-induced disaster ( i.e flood ). They used 
an objective criterion to measure effectiveness consisting of two forms 
of performance: the ability of the owner manager to obtain scarce and 
valued resources to maintain the setting functioning, and the effective 
utilization of these resources once acquired. The results showed that the 
use of problem-solving ( a class of coping strategy ) was positively related 
to effectiveness, but emotion-centred ‘ coping and secondary or derivative 
problems ( as other classes of coping strategies ) were negatively related 
to effectiveness.
Ilfeld . (1980 b) considered the same modes of managing daily stressors 
in marriage, parenting, finances, and job, among a large community sanple.
Coping efficacy rested on the extent to which one or more coping strategies 
predict affective strain and psychosomatic symptoms. Effectiveness, then, 
is evaluated in terms- of the amount of variation explained by coping strategies 
in the foregoing dependent variables. Concerning occupational role, Ilfeld 
(1980 b) found that resignation and optimistic action significantly predict 
feeling of job distress and psychosomatic symptoms. However, unlike resignation, 
optimistic action did not predict job stressors.
3.5.3 DISCUSSION AND CONCLUSIONS
Methodologically, three main methods of assessing coping effectiveness 
can be inferred from the literature:
(a)- Assessment of coping effectiveness based on objective criteria or outcomes. 
The best example is the study of Anderson et al.(1977) in which coping 
behaviour was linked to performance of managers owner of the enterprises 
striken by a flood. Performance consists of acquisition of scarce resources 
and effective exploitation of such resources.
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(b)- Self-report of effective or ineffective coping responses. The 
effectiveness of a given strategy is indicated by the respondent's claim.
For example, Burke and Belcourt (1974) asked their subjects to describe 
what they did - in sane situations - that they found effective in reducing 
their tensions. Similar procedure was also applied to the assessment of 
ineffective coping behaviour.
(c)- Assessment of coping effectiveness by means of statistical techniques.
The relationship of coping strategies to affective strain ( anxiety, 
depression, dissatisfaction ), psychosomatic symptoms and perceived stressors 
have been assessed by mean frequency ( Howard et al. 1975 ), means differences 
( Houston, 1977 ) Chi square analysis ( Hall, 1972 ) and multiple regression 
(Billings and Moos, 1980; Ilfeld, 1980b).
Examination of the methods used for assessing effectiveness and the 
. types of effective and ineffective coping strategies reported, leads to 
some comments:
First: There are no clear cut.patterns of coping strategies described
as effective across empirical literature in the occupational and canmunity 
realm. It seems that each study has cane up with a specific configuration 
of effective and ineffective coping strategies. The research evidence reported 
earlier illustrates sufficiently this point. But, despite these differences, 
most researchers tend to consider situation - oriented coping, such as 
problem - solving, direct action, information search, etc., as more effective; 
and intrapsychic or emotion-oriented coping as less effective. This is 
suggested by the influential work of Lazarus and his collaborators. For 
instance, Lazarus and Launier (1978) differiate between two functions of 
coping: instrumental coping consisting of correcting the troubled interaction 
between the person and his environment; and palliative coping which 
functions as a regulator or modifier of emotional strains. Mechanic (1962), 
too, suggest? similar type of coping functions. The use of the term " palliation "
or "palliative", by these writers, suggests that this type of coping is 
less effective in dealing with stress than the instrumental type of coping. 
Therefore, implicit in the two labels, namely, "instrumental" and "palliative", 
is the prejudgement of their differential adaptive' value.
Empirically, sane researchers inpose the assumed positive adaptive value 
of situation-oriented coping on the interpretation of their findings. To 
illustrate, McCubbin et al. (1976) identified six coping strategies used 
by wives to deal with the husband's prolonged seperation. Conceptually, they 
compared these coping strategies with Lazarus (1966) typology of coping 
consisting of direct action, defensive reappraisal and anxiety reaction.
They said that four of the coping strategies identified in their study 
" may be considered as highly functional for the wife in that they are all 
direct-action patterns". They said also that the remaining two coping 
strategies, namely, reducing anxiety, and maintaining the post and dependence 
on religion " fall within Lazarus' classification of potentially dysfunctional 
patterns". Furthermore, by applying Lazarus' (1966) psychological framework, 
they concluded on this note: "The majority of coping patterns are considered 
highly functional in that they are direct action". It seems, then, as if 
the mere attribute of coping strategies to be situation-oriented, is sufficient 
enough to convey their effective adaptive outcomes.
There is some bias that works in favour of the situation-focused coping. 
Coping through affective strain regulation or reduction is - by contrast - 
considered palliative, dysfunctional, ineffective and of ephemeral, effect. 
Menaghan and Merves (1984) expressed strongly the matter stating that the 
"general bias toward problem-solving action is also evident in other discussions 
about occupational coping...Yet there is little empirical evidence confirming 
either the superiority of direct action attempts or the ineffectiveness 
of interpretive and emotion-management efforts". It is recalled that some 
studies reviewed found that sane forms of situation-focused coping such 
as problem-solving, direct action, working harder, changing the strategy of
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attack, were not effective (.Howard et al. 1975; Menaghan and Merves, 1984 ); 
that non situation-oriented coping such as avoidance coping, was highly 
predictive of strain reduction than active-cognitive and coping-action 
behaviour (Billings and Moos, 1980 ); and that rationalization-resignation 
was predictive of job stressors more than did coping action. Furthermore, 
in a study of Hall (1972), it was found that the simple act of coping as 
opposed to non-coping was more highly related to satisfaction than particular 
types of coping,whether task-oriented or emotion-centred coping. Therefore, 
whether situation-centred coping is more effective than emotion-oriented 
coping is still at issue, and is not sufficiently documented.
Second : Of importance is the clarification of some procedures to identify 
coping behaviour, and to assess coping effectiveness. There are instances 
of studies where the demarcation between the procedure for the identification 
of coping strategies and the measurement of coping effectiveness, is absent.
To illustrate, Burke and Belcourt (1974) employ the following question to 
identify coping strategies:
"•Our jobs occasionally demand a good deal from each of us, what ways have 
you personally found useful in handling the tensions and pressures of your 
jobs ? "
And use the question that follows to assess coping effectiveness:
" Describe situations which were stressful for you, for each situation describe 
what you did that you found particularly effective in reducing the tension 
for you ".
And in the third question, they use the same format as the latter, except 
for the term 11 effective " replaced by the term " ineffective ".
Thematically, the first two questions are essentially similar. By the: 
First question, it is intended to identify coping behaviours that are useful 
or effective in reducing stress. So does the second question of coping 
effectiveness. Consequently, the investigators seemed puzzled by the fact
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that fewer subjects responded to the second question of coping effectiveness. 
The reason would be that, since the first question about coping styles did 
also ask about effective coping responses, although not intended by the 
researchers, most respondents would have found the 'second question redundant 
and simply ignored it.
Another difficulty associated with assessing effectiveness based on 
the respondent's self-claim of usefulness of sane coping responses used, 
consists of the possible tendency of the subjects to report those socially 
desirable responses to stressful situations. Although the questionnaire 
warrants anonymity, it is likely that the subjects concentrate on those 
desirable coping attempts that look logical, objective, rational, and 
efficacious in solving problems, in order to exhibit their capabilities and 
abilities to significant others ( here the researchers ), and pay little 
attention to intrapsychic coping responses. Indeed, the managers researched 
by Burke and Belcourt (1974) reported such effective coping strategies as 
talking to others ( reported by 30 per cent), analysing the situation and 
changing the strategy of attack ( 28 per cent), working harder and harder 
(10 per cent), and delegating work ( 8 per cent). These most frequently reported 
strategies are all situation-oriented.
In conclusion, two aspects of the discussion warrant reiteration:
more
Whether situation-oriented coping isv highly effective than emotion-centred 
coping, is not empirically substantiated, although researchers conceptually 
favour the former over the latter. The second aspect is that, when objective 
indicators of coping effectiveness are unfeasible, measurement of effectiveness 
by means of analytic statistical procedures are an important alternative 
superior to self-claimed efficacy df coping responses as shown earlier.
Should statistical methods be used, it would be more informative to adopt 
multivariate analytic techniques instead of simple correlations or mean 
differences.
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3.6 COPING RELATIONSHIPS .
In the present chapter, the following types of relationships will be 
examined.
(1) The relationship of coping to the individual and social coping resources. 
Coping resources are of two types: (a) Socio-demographics, (b) Personality 
characteristics.
(2) The relationship of coping to stressor-strain link.
It should be noted, beforehand, that the relationship of coping to 
either stressors or strain will not be examined since they have been dealt 
with in connection with coping effectiveness.
3.6.1 COPING AND SOCIO-DEMOGRAPHIC VARIABLES.
The sample of studies that follows address ess the following questions:
What is the role of socio-demographic characteristics in the stress-coping 
relationships ? Does people.'s utilization of coping strategies in response 
to stressful situations, dependent on socio-demographic variables ?
In this vein, Burke and Belcourt (1974) reported that the preference 
of coping responses differs for various age levels, sex groups and educational 
levels. Less educated managers tended to cope more by working harder and 
longer than the more educated managers. However, educated managers, used 
more the coping strategy of talking the situation through with others. This 
last coping strategy is also used more by younger managers than any other 
age group. Male manager used more the strategy of changing to an engrossing 
non-work or play activities; female managers, on the other hand, make 
more use of talking problems through with others.
More detailed analysis of age, as a moderating variable, is provided
\
by Howard and co-workers' (1975) study. Using the same typology of coping 
strategies as in the above study, the finding? indicated that certain . . 
coping strategies associated with low stress differ across age-groups. That 
is , middle-aged managers used the strategy of changing to a non-work
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activity; younger managers adopted the strategy of. talking through with 
peers, and changing the strategy of attack on work; and the older managers 
employed the strategy of talking through with peers and with spouses, and 
withdrawing physically from the situation. However,'coping strategies :\ 
common to all age-groups were: building resistance by regular sleep, exercise, 
and compartmentalizing work and non-work life.
Menaghan and Merves (1984) examined the relationship of occupational 
prestige, incane, marital status, age, sex, full/part time work and family 
size; to coping strategies, in a conrnunity sample of employed male and female.
The results indicated that respondents with a low socio-economic status 
( income and occupational prestige ) rarely attempted the strategy of direct 
action, adopted few optimistic comparisons, employed more selective ignoring, 
and reported greater restriction of expectations. Younger workers were higher 
in optimistic comparison and rarely resorted to restricting their expectations; 
but age was unrelated to direct action and selective ignoring. Coping 
strategies also vary by sex, with male worker using less selective ignoring 
and greater restriction of their expectation of job quality; but sex showed 
no relationship to optimistic comparisons and direct action. Full-time workers 
used more optimistic comparisons, and selective ignoring. Finally, workers 
with fewer children used the coping strategy of selective ignoring.
A number of socio-demographic variables were addressed by Fleishman 
(1984) using the first wave of data collected by Pearlin's team ( Pearlin 
and Radabaugh, 1975; Pearlin et al. 1981 ).' The analysis showed that female 
employees frequently used the coping strategy of selective ignoring. Older 
employees adopted more reward substitution and positive conparison. Less 
educated individuals engaged in more reward substitution and selective 
ignoring. Finally, income was the most-potent predictor of the four coping 
strategies, in that people with low income preferred more reward substitution, 
used more selective ignoring, and employed less positive comparison and
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direct action. On the other hand, sex was the weakest predictor of coping 
strategies.
Ilfeld (1980:-a), identifying two coping strategies specific to work 
environment, sought the contribution of demographic variables to the ; : * 
prediction of coping attempts. The researcher reported that the choice of 
coping through direct action was positively predicted by higher income and 
education, but failed to relate to age, sex, marital status, and race. The 
other coping strategy: rationalization-avoidance was predicted by lower
educational level, and by being female worker; but was unrelated to income, 
age, marital status and race. Overall, the contribution of these socio-- 
demographic characteristics to the prediction of coping strategies was 
negligible.
The study of Billings and Moos (1980) addressed, among other things, 
the relationships of a few socio-demographic variables to sane coping 
behaviours. Women reported more frequent use of active coping, avoidance, 
and emotional-focused coping. Higher level of education was related to more 
frequent use of active coping, and less frequent use of avoidance. A person 
with higher income was more likely to use active cognitive, and active 
coping. However, age and employment status ( part versus full-time employment ) 
were unrelated to the coping strategies mentioned.
Pearl in and Schooler (1978) correlated gender, age, education, and 
income with different psychological resources and coping strategies, across 
marital, parental, household, and occupational roles; With regard to 
occupational vein, female employees used less optimistic action and more 
selective ignoring. Higher age was correlated with increased substitution 
of rewards, selective ignoring, and decreased positive comparisons. More 
extensive education was associated with more positive comparison, optimistic 
action, and less with substitution of rewards and selective ignoring. Finally, 
greater income correlated with less substitution of rewards, selective
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I n v e s t i g a t i n g  c o p i n g  r e s p o n s e s  i n  a  m i d d l e - a g e d  c o m m u n ity  s a m p le ,
Folkman and Lazarus (1980) came to the conclusion that there was no effect 
on coping ascribed to age differences,and that men 'used more problem-solving 
strategies than women at work. However, there were no sex differences in 
the use of emotion-focused coping or tension-reduction strategy as opposed 
to problem-solving strategy.
Sidle et al. (1969) reported that, out of ten coping strategies identified, 
five coping attempts were subject to sex differences, that is, female tended 
to seek additional information, talk with others, become involved in other 
work activities, and reduce tension, more than male. Men, however, appeared 
more prepared to expect worse consequences. Higher educated persons tended 
more to see the humorous aspects of the situations, and to draw on past 
experience. Yet, coping styles showed no relationship to age, marital status 
and social class.
3.6.2 COPING AND PERSONALITY CHARACTERISTICS.
Do sane personality characteristics affect the choice of coping strategies? 
What are the differences among people with varied personality attributes 
in the way they cope with stress ? Do personality attributes predict the 
adoption of coping strategies ? These are the questions to which the following 
sample of research is addressed.
With reference to type A/B behaviour patterns, the study of Howard et 
al. (1975) on managers indicated that type B and A behaviour patterns showed 
no differences on many coping attempts except on three coping strategies.
Type B managers were more likely to use the coping strategy of compartmentalizing 
work and non-work activities, and talking the matter through with spouse, 
while type A managers made more use of Changing to a different work activity.
This last technique, frequently adopted by type A behaviour pattern managers, 
was the least effective coping strategy because it was associated with the
ig n o rin g , and more o p t im is t ic  a c t io n .
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highest frequency of stress symptoms.
Pittner and Houston (1980) performed an experiment to examine whether 
type A and type B individuals differ in cognitive coping strategies. The 
results revealed that type A behaviour pattern persons compared with type 
B individuals, used more the mechanism of cognitive suppression and denial 
in response to threat. Additionally, the use of more denial by type A 
individuals was effective in reducing affective strains. The use of suppression, 
however, was associated with more emotional strains.
Identifying five coping strategies of a sample of young engineers in 
response to stress incidents encountered at work. Newton and Keenan (1985) 
related these coping strategies to type A behaviour pattern. Data analysis 
indicated that individuals identified as type A were more likely to feel . 
helpless and to express feelings of resentment and frustration towards others 
under stressful situations. Neither type A nor type B behaviour pattern 
were related to the rest of coping strategies, namely, talking to others, 
direct action, preparatory action, and withdrawal.
With reference to locus of control, Anderson and associates ( Anderson,
1977, Anderson et al.., 1977 ), following a study of owner-managers1 coping 
with a natural disaster ( flood ) affecting their small enterprises, reported 
that owner-managers, external in beliefs of control, perceived higher stress, 
and used much more emotion-regulation coping. In contrast, internals perceived 
less stress and utilized more task-centred coping behaviour. The conclusion 
was that managers, internal in locus of control, used more effective coping 
strategies ( problem-solving ) than managers with external locus of control.
Different findings were reported by Folkman et al. (1981) in a study 
of middle-aged community people. They failed to find a relationship between 
coping modes and locus of-.control. The. researchers' expectation that people 
internal.} in locus of control use more problem-solving coping than the 
externals, was not supported.
154
Other personality characteristics have been addressed by seme investigators. 
In this connection, Fleishman (1984) examined the function of three patterns 
of self-attitudes, namely, self-esteem, mastery ( somewhat similar to internal 
locus of control ), self-denial ( a tendency to avoid thinking about a 
situation negative aspects ), non-disclosure of problems ( restraining from 
revealing one1s problems to others ). The results indicated that mastery 
significantly predicted the four coping strategies relative to occupational 
life. The more the belief in one's mastery, the higher the use of direct 
action and positive comparison coping, the lower the employment of reward 
substitution and selective ignoring. The more self-denial is used, the more 
reward substitution and selective ignoring are employed. Greater tendency 
to nondisclosure of problems was related to more reward substitution and 
less to coping direct actions. Finally, self-esteem was positively related to 
positive comparison, and coping direct action. Considering also marital and 
financial roles, the researcher found that mastery and self-esteem were the 
weakest predictors of coping strategies.
Sidle et al. (1969) have related a coping scale comprising ten coping 
strategies to the measures of self-esteem and locus of control. Persons 
with higher self-esteem tended to cope by talking with others, and by 
drawing on their past experience. Low self-esteem persons, however, were 
unlikely to reduce tension in response to stress. Finally, persons with 
internal belief in control were more likely to cope by drawing on past 
experience.
3.6.3 COPING RELATIONSHIPS TO STRESSOR-STRAIN LINK.
Having dealt with the relationships of socio-demographic and personality 
attributes to coping strategies, it remains to examine the effects of coping 
on the stressor-strain relationship. Does coping moderate the impact of 
stressors on strain ? Does coping mediate the Stressor-strain relationship
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so that coping links the effect of stressors to strain ? The following 
examples of studies address these issues.
Pearlin et al. (1981) examined the effect of coping on the relationship 
of disruptive job events to depression and to sane mediators, namely, change 
in economic stressors, change in self-esteem, and change in mastery. Data 
analysis revealed that the interaction of coping with job disruption ( work 
stressor ) predicted a decrease in economic stressors and in depression, 
but an increase in self-esteem. However, coping exerted an interactive effect 
on mastery. Therefore, coping moderated the impact of job disruption upon 
economic stressors, self-esteem, and depression.
Anderson (1976), relating perceived stressors to some objective indices 
of performance# reported that the relationship of perceived stressors to 
performance followed an inverted-U— shaped curve. Then, he introduced coping 
strategies to examine whether they change the inverted-U-relationship 
between stressor and performance. The results showed that coping by problem­
solving approximated the original relationship obtained between perceived 
stressors and performance, while coping through emotional adjustment changed 
the original inverted-U-shape to a linear relationship. The composite index 
of coping strategies also brought about a linear relationship to the original 
inverted-U-1 ink of perceived stressors to performance. Therefore-, it appears 
that the relationship of work stressors to performance varies depending 
on the nature of coping strategies.
Caplan et al. (1984) examined the interaction of the Person-Environment 
fit ( the goodness of fit between a person's need and capabilities and his 
environment demands and supplies ) as an indicator of perceived stressors, 
with coping ( behaviour that changes the actual self or the objective 
environment as opposed to the perceived self and perceived environment ) 
and defence ( change in cognitions and emotion without changing the objective 
environment ), to predict emotional strains, psychosomatic symptoms, self­
esteem and satisfaction. The researchers found that the interaction of coping
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strategies with the Person-Environment fit measures ( P-E fit ) did not 
predict strain indices. However , the interaction of defence responses, 
especially, withdrawal and prayer, with the measures of the P-E fit, predicted 
most strain indicators.. For instance,, withdrawal conditioned the relationship 
of P-E fit measures and strain, towards increased positive affects, 
satisfaction and decreased psychosomatic complaints. Prayer, also , moderated 
the relationship of P-E fit to strain so that depression, negative affects 
and anger, were increased. Therefore, the study, contrary to the researchers' 
expectations, showed a net superiority of cognitive-emotional coping ( termed 
in this study defence responses ) over situation-focused coping ( termed 
here coping ) in the prediction of different indicators of strain.
Negative findings regarding coping strategies, have been also reported 
by Menaghan (1982),- and Menaghan and Merves (1984). The first study of 
Menaghan (1982) indicated that no consistent significant interaction of 
marital stressors with coping strategies, to predict marital strain and 
later marital problems, was found. The second study of Menaghan and Merves
(1984) relative to occupational stress, showed the same outcomes. That is, 
the interaction of possible work problems with each of the four coping 
strategies ( direct action, comparison, selective ignoring, and restricted 
expectations ), and the interaction of situational context ( sex,-age, income, 
type of employment, marital status, and family size ) with coping strategies 
to predict occupational strain were not significant. Overall, there was no 
indication of the moderating or conditioning effect of coping strategies 
on the relationships of marital and occupational stressors to strain.
3.6.4 DISCUSSION AND CONCLUSIONS ■
The studies reviewed in connection with the relationship of coping 
strategies to socio-demographics, personality characteristics, and stressor- 
strain link contain some shortcomings:
First : With reference to the relationship of socio-demographic variables
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to coping , no consistent pattern of relationships 'can be inferred across 
research findings; Age, for example, was a significant predictor of coping 
strategies in some studies ( Burke and Belcourt, 1974; Howard et al. 1975; 
Menaghan and Merves, 1984 ), but was a negligible predictor of coping in 
other studies ( Billings and Moos, 1980; Folkman and Lazarus, 1980j Ilfeld,
1980 a ).
Second : Related to the previous point is the difficulty to infer from
the findings reported what patterns of coping strategies are related to 
what characteristics of socio-demographics. To illustrate, irrespective 
of the varied labelling of coping strategies, women used more situation- 
oriented copingj according to certain research ( Burke and Belcourt, 1974;
Sidle et al., 1969 ); used greater emotion-focused coping, according to some 
other studies ( Fleishman, 1984; Folkman and Lazarus, 1980; Pearlin and 
Schooler, 1978 ); made more use of both emotion and situation-oriented 
coping, according to Billings'and Moos’ (1980) study; or manifested no difference 
from men in coping strategies ( Ilfeld, 1980 a ).
Third : Seme studies have examined the effect of each socio-demographic
variable on coping while adjusting for the effect of others ( e.g. Fleishman,
1984; Menaghan and Merves, 1984 ), whereas other studies failed to do so
( e.g. Burke and Belcourt, 1974; Pearlin and Schooler, 1978; Sidle et al.,
1969 ). It can be argued that socio-demographic variables ( e.g. sex, age,
education, occupation, income, etc..) are neither independent, nor simple
variables. Age, for example, is not only a manifestation of the physical
and psychological development, but also, possesses a complex and deeper
ramification into social and cultural processes. Therefore, age shares sane
relationship with other socio-demographic characteristics; and examination
of its relationship to coping) without controlling statistically for other
socio-demographic variables, makes difficult the identification of whether
\the effect observed is due to age alone, or is ascribed to that part of the
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relationship shared with other socio-demographic variables not adjusted 
for.
Fourth : Regarding the relationships of personality characteristics to 
coping, the evidence is conflicting . . To illustrate, regarding locus of 
control, Anderson et al., (1977) reported that individuals with internal 
locus of control were more likely to use situation-oriented coping, Folkman 
et al. (1981) found no relationship between locus of control and coping 
strategies.
Fifth : Sane researchers limit themselves to the use of only one particular 
dimension of personality as an indicative of psychological resources of 
coping. Howard et al, (1975) confined their choice to only type A behaviour 
pattern, and Anderson et al. (1977) restricted their concern to locus of 
control. It is, perhaps, more informative to utilize as many dimensions 
of personality as possible to better understand its relationships to coping.
Sixth : With reference to the relationship of coping to the stressor-
strain link, there is no consistent pattern regarding whether coping moderates 
the effect of stressors on strain. For example, Pearlin et al. (1981) and 
Anderson (1976) provide evidence of the moderating effects of coping behaviour, 
whereas# Menaghan (1982), and Menaghan and Merves (1984)# fail to provide 
such evidence.
Seventh : Although the review was concerned with occupational and non-
occupational studies of coping, it is felt that further investigations 
should be oriented to the relationships of coping strategies to various 
personality characteristics such as locus of control, type A behaviour 
pattern and self-esteem, and to the interactive and mediating role of coping 
in the stressor-strain relationships.
To conclude, the discussion has shorn the inconsistent pattern of coping 
relationships to socio-demographics, personality characteristics, and the 
stressor-strain link, that emerged from the research findings. Accentuation
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of research is needed particularly in occupational vein, to contribute to 
the clarification of the coping relationship issues. Additionally, more 
attention should be paid to the following aspects of coping relationships:
(a)- The potential contribution of some personality attributes to the 
prediction of coping strategies.
(b)- The potential contribution of social resources ( e.g. social support ) 
to the prediction of coping strategies.
(c)- The direct effects ( main effects ) of coping strategies on perceived 
stressors and strain indices.
(d)~ The moderating or mediating role of coping strategies in the stressor- 
strain relationships.
3-.7 CONCEPTUAL AND METHODOLOGICAL IMPLICATIONS FOR THE PRESENT RESEARCH.
The chapter has evolved from the consideration of coping definition 
and conceptual models, to the examination of coping effectiveness and coping 
relationships to various components of stress. The following, are sane aspects 
of conceptual and methodological significance to the present research.
First : "Coping" is preferred to "mastery" and "adaptation" because
it conveys a neutral process, regardless of its positive or negative outcomes. 
Some researchers, as shown in the first section, tend to equate coping with 
effective behaviour or positive outcomes, and ignore those segments of coping 
effort judged as ineffective. Indeed, coping derives its crucial significance, 
not only from adaptational outcomes, but also from unsuccessful coping 
attempts. Therefore, coping will be used to convey the process of managing 
( avoiding, tolerating, reducing, mastering ) work stressors regardless of 
its success or failure.
Second: With reference to coping outcomes, it seems that certain approaches
prejudge the usefulness and effectiveness of some coping patterns, at the 
detriment of others. Implicit in some typologies of coping behaviour is the
160
idea that situation-oriented coping is instrumental ( or problem-solving ); 
whereas^ emotion-centred coping is palliative. Consequently, a great deal 
of empirical studies have been influenced by this tendency to value situation- 
centred coping and devalue emotion and cognition-centred coping. Yet, 
empirically, the superiority of coping by changing the situation over coping 
by altering cognitions or emotions aroused by stressful situations, in the 
prediction of strain and well-being, has not been substantiated by the 
existing studies. Therefore, there exists no positive or negative adaptive 
value inherent in a given pattern of coping, nor is there fixed criteria 
of effectiveness of absolute applicability.
Third : An alternative to the reliance on the respondents' claim that
certain coping strategies are effective, lies in the statistical analytic 
procedure. This procedure rests on the analysis of the relationships of 
various coping strategies to different strain indicators, using statistical 
multivariate analytic techniques. Coping effectiveness assessed on the basis 
of a respondent's report is prone to socially desirable coping responses, 
so that the respondent is likely to evoke behaviours that look logical, 
rational, objective, desirable, and suggestive of his capabilities. Therefore, 
the statistical procedure of coping effectiveness is more safe because it 
avoids such artifacts.
Fourth : The relationships of coping to various components of stress
reported by research attest to the existence of much inconsistency and 
conflict. It is hard to draw an unequivocal conclusion about a particular 
segment of coping relationships, considering the predominance of idiosyncratic 
findings of most studies. Furthermore, many aspects of coping relationships 
are not sufficiently investigated. Therefore:
x Concerning the relationships of socio-demographic variables to coping, 
the following aspects need further clarification:
(a)- The contribution of each socio-demographic variable to the prediction
j
of coping strategies while controlling for the effect of others.
161
(b)- The role of socio-demographic factors in the relationship of coping 
to stressor, on the one hand; and the relationship of coping to strain, on 
the other.
x Concerning the relationships of personality characteristics to coping, 
more attention should be paid to the following aspects:
(a)- The relationship of some personality dimensions ( e.g. locus of 
control, type A behaviour pattern, self-esteem.*) to the use of coping 
strategies.
(b)- The interactive and mediating effect of personality variables on the 
relationships of coping to stressors, and upon the coping-strain link.
x Concerning the relationships of coping strategies to the stressor-strain 
link, it is worthwhile to further the examination of the aspects that follow:
(.a)- The direct ( main ) effects of coping strategies ( considered 
individually and collectively ) on work stressors, and strain.
(b)- The moderating and mediating effect of coping strategies on the 
stressor-strain relationship.
(c) If the hypothesis that coping acts as a moderator variable is empirically 
supported, it is worth examining the direction of its effect, that is,
whether coping or some forms of it serve as a buffer of the effect of 
stressors'on strain, or as an exacerbator of that effect.
Fifth : The review of coping literature reveals the paucity of conceptual
as well as empirical work regarding the relationships of coping to 
psychological resources ( socio-demographic characteristics and personality 
attributes ), social resources ( social-support, religion, socio-cultural 
values and norms ), perceived stressors, strain indicators whether affective 
or physiological, and stressor-strain link.
Moreover, considering the few occupational studies that hitherto 
exist, researchers seem to be principally concerned with managers, administrators, 
engineers, supervisors and sometimes technicians. Shopfloor workers suffer
1
/■
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considerably from the paucity of research into coping behaviour.
Sixth : The geographical distribution of research is indicative of the 
overwhelming number of coping studies carried out in the United States, 
compared with research conducted in the European societies which have 
manifested a growing interest in stress and coping. With reference to 
developing countries, in general; and Algeria, in particular, there has 
almost been no indication of either the conceptual orientation, or the 
empirical work-Therefore, although the potential theoretical and practical 
gain likely to emanate from the studies in developing countries is important; 
stress and coping in these societies still remain an unbroken field.
SOCIO-ECONOMIC CHARACTERISTICTS OF THE STUDY CONTEXT:
ALGERIA.
In countries where political and economic 
conditions are far more settled than in 
Algeria, and in systems where the workers 
have a much higher general level of indu­
strial experience, education and political 
consciensness; participation.. .progranmes 
have proved difficult to envisage , more 
difficult to implement, and most difficult 
to sustain. The Algerians urgently need 
increased productivity, yet they are wil­
ling to gamble on a participatory scheme 
to achieve it... The major themes and goals 
are quite clear, the document attempts to 
walk the narrow path be tween participation 
and productivity, between generating wor­
ker, enthusiasm and satisfaction, and incr­
easing the productivity so urgently needed 
in Algeria.
J. Nellis ( 1977 ) ■
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4 . 1 HISTORICAL BACKGROUND.
Providing a historical outline of the development of Algeria is 
difficult owing to the complexity and fluidity of the events. A selective 
approach to relevant historical events - although somewhat arbitrary - 
is necessary .
The long period of French occupation which started . in 1830, characterized 
by systematic confiscation of arable lands from the indigenous population 
left in near - total destitution, culminated in the war of liberation; 
which started in 1954, and ended with independence in 1962.
Immediately .after independence; , Algeria -faced various pressing 
problems : The abrupt departure of nearly one million settlers created 
a large administrative and technical vacuum. The " scorched earth 11 
technique, resorted to, destroyed the majority of machinery, communication 
network, administrative records and buildings. More than two million 
workers ( mainly agricultural ) were jobless, excluding half million 
refugees who fled from neighbouring countries : Morocco and Tunisia.
Economic resources were still totally controlled by foreign companies.
The agricultural as well as the financial situation, were in critical and 
chaotic state. Briefly, the socio-economic situation had to be dealt with,, 
with, utmost urgency.
The state, adopting socialism and planned economy, approved of and 
introduced a self -management system to run abandoned agricultural estates 
and factories, following the initiative of workers' Unions which spontaneously 
installed Workers' Committees to manage industrial and agricultural 
properties.
Owing to the small scale of the abandoned industrial infrastructure, 
the stronghold of self-management was in agriculture. Self-management 
consists, of .the Genebal Assembly of workers comprising all full-time 
employees. It is responsible for the examination and approval of the 
annual development plan and makes decisions regarding economic and financial
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The Worker's General Assembly elects Worker's Council which establishes 
internal regulations, and decisions with regard to goods and equipment 
purchase, loans, recruitments and dissmissals.
Management Committee, elected by Workers Council, is the executive 
instrument of the latter.
The director and his office are considered as representative of the 
state in the organization.
The large use. of the Yugoslav model of self-management characterizes 
the structure and functioning of the Algerian model. However, Algerian 
self-management went astray in' that no real exercise of decision making 
power by the respective organs existed ( Clegg, 1971; Koulytchizky, 1974;
Nellis, 1977); and consequently, gave a rather sad example of the 
experienced a developing country with a self-management approach.
Such a situation stimulated the Government to carefully elaborate 
an alternative scheme. Therefore, a model of workers \ participation in 
management, called Socialist Management of Enterprises ( Gestion Socialiste 
des Entreprises ) was substituted for Self-Management in 1971. This system 
of participation will be dealt with in a forthcoming section owing to its 
significant influence on the present industrial organizations.
4 . 2 SOCIO-ECONOMIC CHARACTERISTICS.
Situated in the north-west of Africa, Algeria is the second largest 
country (after the Sudan) in Africa. It spreads over 2 381 741 sq Km 
( 916 406 sq miles ). According to 1984 statistics, Algerian population
was 21 millions.
An outstanding characteristic of Algerian population is its demographic 
structure. With reference to age groups, youth aged up to. 19 years 
constitute 58 per:cent; adults in the age of wohk i.e. from 20 to 59 years 
old form' 36 per cent. And people in the age of retirement i.e. aged more
matters.
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than 60 years constitute only 6 per cent of the whole population. It can
is  a nbe easily inferred that tee voverwhelming proportion of youth, reflecting 
a substantial human potential in Algerian society, over the small proportion 
of elderly people ( Table 4.1 ).
Also, the Algerian demographic rate of growth is among the highest 
in the third world. In 1983, for example, the annual rate of population 
increase reached 32%, considering the rate of natality ( 40% ) and mortality 
( 8% ). Fecundity census statistics relative to 1981 indicate that the 
average number of final children per wife was 6.4 ( source : Office National 
des Statistiques, 1984 ). This high rate of demographic increase, coupled 
with the high proportion of population under the working age /indeed 
create, in the future, a serious challenge to the present Government's 
responsiveness and adaptability to meet future job demands.
Housing is another important aspect that merits examination, 80% of 
Algerian families live in accommodation containing 3 rooms or less. The 
average number of family members per roan is 2.49 and the mean of roans 
per accanmodation is 2.9 ( Source : Office National des Statistiques, 1985b ). 
Considering the family size being generally large; and the rate of population 
increase; the quality and shortage of housing constitute a major concern 
for Algerian families.
Public Health Service in Algeria provides free medical treatment 
and care. However, this important sector functions inadequately in terms 
of day-to-day running; and provides poor medical care and treatment.
Table 4.2 provides some statistics of the medical personnel as compared 
with the population : In 1984, the number of inhabitants was 2,301 per 
physician; • 7,823 per dental surgeon; and 18,329 per chemist.
Adopting a typology of economic sectors of activities involving 
agriculture, industry, building and public works, transport-and communications, 
trade, administration, and services; the distribution of employed Algerian 
population over sectors is indicated in table 4.3 . It can be observed
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Table 4.1 Algerian population structure in 1983.
Gross age groups % of male % of female Total percentage
0 - 1 9  years. 29.25 28.16 57.41
20 - 59 years. 17.59 19.07 36.66
60 years or more 2.81 3.12 5.93
Total. 49.65 50.35 100
Source : Office National des Statistiques ( national Office for Statistics), 
L'algerie en quelques chiffres, 1984, Algiers.
Table 4.2 Medical personnel in relation to the population.
1979 1984
One doctor (physician) per 
One dental surgeon per 
One chemist per 
Number of beds in hospitals per
3,639 
18,784 
23,825 * 
45,160
2,301
7,823
18,329
49,680
Source : Office National des Statistiques ( National Office for Statistics ), 
L ’algerie en quelques chiffres , 1985a,. Algiers.
Table 4.3 : Distribution of employed Algerian population
over different economic activity sectors ( 1982, 1984 )
Sector of Economic Activity.
V‘
1982 %■:■ 1984 %
. Agriculture. 917,224 26.40 856,474 22.70
. Industry. 489,898 14.10 515,330 13.70
. Building and Public Works. 572,836 16.49 718,917 19.10
. Transport and Communications. 207,396 5.96 239,653 6.38
. Trade. 284,263 8.18 373,286 9.93
. Administration. 762,973 21.96 833,855 22.10
. Services 221,028 6.36 220,838 5.87
Not declared 18,287 0.53 — —
TOTAL. 3,473,905 3,758,353
Source : Office National des Statistiques (National Office for Statistics) 
Annuaire Statistiques de L'Algerie 1983 - 1984*,'1985b,Algiers.
that manpower in agriculture far exceeds employed manpower in other sectors, 
followed by the administrative sector, building and public works, and 
industrial sector.
Jobr..creation regresses, in the last couple of years. It decreases from 
140 500 jobs in 1984 to 116 000 jobs in 1985; and regresses even further 
in 1986 to 100.000 jobs. The rate of unemployed active population represents 
24% in 1967 and 18% in 1979. ( see Table 4.4 ).
169
Table 4.4. Active population growth and the rate of employment.
1967 1979
Active population.
Employed active population. 
Rate of employment.
Unemployed active population. 
Rate of unemployment.
2.300.000
1.748.000 
76%
s.
552,000
24%
3,678,600
3,018,460
82,05%
660,140
17,95%
( From HAMOU, R. 1986,Emploi: entre crise et demographie, Actualite,
N° 1189 Algerie. 15 au 21 Janvier ).
With reference to wages, the state has determined a guaranteed minimum 
wage as 1100 DINARS ( £ 137 ) a month for unskilled workers, 1210 DINARS 
( £ 151 ) per month for semi-skilled workers, and 1430 DINARS ( £ 179 ) 
a month for skilled workers. According to a survey carried out in 1982, 
by the National Office for Statistics ( Office National des Statistiques ), 
the mean monthly wages in chemical industry that includes glass production, 
for unskilled, semi-skilled and skilled workers are 1197 DINARS ( £ 150 ), 
1987 DINARS ( £ 248 ), and 2583 DINARS ( £ 323 ) in public enterprises,
respectively; and 1344 DINARS ( . £ 168 *. ), 1348 DINARS ( £ 169 ),
and 1688 DINARS ( £ 211 ), in private enterprises respectively.
The Algerian state possesses varied natural resources. Exported ore 
includes iron, lead, zinc, brass and phosphate. Manufacturing industry 
comprises metal ( e.g. ingot, cast-iron and iron-work ), mechanical and 
electrical industry ( tractors, industrial vehicules, trucks, buses, diesel 
engines, T.V sets, electric cables, accumulators, etc..), petrochemicals, 
building materials, chemicals, food industry, textile and leather, and 
wood and paper.
Algeria imports mainly equipments, semi-finished goods, food and 
consumers' goods. Exportation is largely dominated by hydrocarbons ( oil 
and natural gas ) as depicted in Figure 4*1.
4 . 3 SYSTEM OF WORKERS1 PARTICIPATION IN MANAGEMENT.
"In countries where political and economic conditions are far more
\settled than in Algeria, and in "systems where the workers have a much 
higher general level of industrial experience, education and political 
consciensness; participation.. .programs have proved difficult to envisage, 
more difficult to implement, and most difficult to sustain. The Algerians 
urgently need increased productivity, yet they are willing to gamble 
on a participatory scheme to achieve it....The major themes and goals 
are quite clear, the document attempts to walk the narrow path between 
participation and productivity; between generating worker enthusiasm and 
satisfaction, and increasing the productivity so urgently needed in Algeria". 
( Nellis, 1977 ). Therefore, a system of workers' participation, called 
"Gestion Socialiste des Entreprises" ( Socialist Management of Enterprises ), 
was enacted by the Algerian Government, promilgated in 1971; and gradually 
applied to organizations. A Charter was issued that describes the general 
. philosophy and objectives of this system of workers1 participation. A Code,
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• 5 3  Consumers' goods
imports
exports
Figure 4.1 Algerian imports and exports
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accompaning the Charter, contains legislative articles that define the 
structure, procedure, functioning and sanctions relative to the application 
of the system of workers' participation.
This system of workers' participation involves five participatory 
organs : Workers' Assembly, Managing Council and five Permanent Committees 
as diagrammed in Figure 4.2.
To avoid a lengthy account regarding the structure and functioning 
of these participatory bodies, a summary table is provided which indicates 
the composition, functioning and responsibilities of each organ.
Table 4.5 Summary of the Algerian participatory system.
Organ Composi-tion- Funetioning Prerogatives and responsibilities
Workers' 
Assembly
Varies from 
7 to 25 
depending 
upon the 
size of the 
enterprise 
or unit
. Renewed 
every 3 
years. 
.-Mee.ts .:.at 
least once 
a year.
.Chairman 
elected 
every ^ 
year.
. Consultative • role: Information 
sharing; emits opinions and 
recommendations over basic reforms 
and modifications.
. Joint -decision making with the 
management over working conditions, 
personnel and work revenue policy.
. Decision making regarding the 
distribution of financial outcomes 
of the enterprise or unit, social 
welfare and cultural policies.
. Monitoring and controlling the 
functioning of the unit or:the 
enterprise.
Managing
Council
. Varies 
from 9 to 
11 at the 
enterprise 
level, and 
from 7 to 
9 at the
. Weekly 
meetings
. Is informed about matters relative to the 
functioning of the organization 
. Attends to the application of its 
different organs and services 
. Elaborates the. annual and long­
term plans relative to investments,
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( Continued )
Organ. Composition Functioning Prerogatives and responsibities.
Unit level 
. The manager 
is the 
chairman 
of the 
council 
. 2 members 
cone from 
the Workers 
Assembly.
extension, trading , financing, 
employment and provisioning.
. Examines balance sheets, trading 
account, annual statement of debts 
and credits and the past annual 
report of activities.
. Decides upon the loans contracted 
with Algerian and foreign banks.
Permanent
Corrmittee
For
Economy 
and 
Finance.
Varies from 
3 to 5 
members
.Appointed 
by the 
Workers 
Assembly 
.Renewed 
every 
3 Years 
.MonthlyV
meetings.
.Assists the Workers Assembly by 
studying information about various 
economic and financial matters 
such as draft plan of extension, 
previsional incane and expenditure 
account, investment prograume, 
provisioning, production and 
financing programmes.
Permanent
Committee
for
Personnel
and
Training |
. Varies 
from 
3 to 5 
members
Appointed
by the
Workers
Assembly
Renewed
every
3 years
Monthly
meetings
. Assists the Workers' Assembly in 
the general policy of personnel.
. Examines recruitment procedure, 
career scheme of employees and 
salary scale.
. Studies the salary scale and the 
distribution of profit to workers.
. Controls the functioning of the 
training service, implementation 
of the general plan of recruitment 
and internal and external training.
1/~T ( Continued )
Organ Composition Functioning Prerogatives and responsibilities
Committee . Varies . Appointed . Designs and elaborates social and
for Social from by the cultural activity programmes.
and 3 to 5 Workers' . Manages social welfare and cultural
Cultural members. Assembly activities.
Activities. . Renewed 
every 
3 years 
. Monthly 
meetings
. Follows up and controls the 
implementation of social and 
cultural schemes.
Permanent . 2 to 5 . Renewed . Organizes training sessions for the
Committee members every safety personnel.
for oppointed 3 years . Ensures that working conditions fit
health by . Monthly health and safety regulations, and
and Workers' meetings that safety measures are observed.
Safety. Assembly.
. 2 to 5 
members 
oppointed 
by
management
. Makes recommendation? concerning 
the issues of health, safety and 
occupational medicine.
Permanent ..3 standing . Renewed . Examines any case of failure to
Committee and 3 every observe internal work regulations
for acting 3 years . Studies and suggests disciplinary
Discipline members . Meets sanctions.
appointed as. . Examines complaints lodged by
by the many workers regarding disciplinary
Workers times as procedures.
Assembly required . Proposes amendments to up-date the
• . 3 standing by the internal regulations.
and 3
acting
members
appointed 
by the 
management
circumstances
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RESEARCH OBJECTIVES AND HYPOTHESES
OOCIOOOOOOOOOOOOOQOOOOOOOOOOOOOOOOOOQ
The idea is a seed; the method is the 
earth furnishing the conditions in 
which it may develop, flourish and 
give the best fruit according to its . i: 
nature. But as only what has . been 
sown in the ground will ever grow in 
it,so nothing will be developed : -by 
the experimental method except the 
idea submitted to it. ; The •: - method 
itself gives birth to nothing. 
OQQQQOOQQOOOOOOOOQQOCOOOOOOQOOOOOOOO 
Claude Bernard 
QOOOOQOQOOOOQOQOOGOO^
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5 . 1 RESEARCH MOTIVES.
It has been stressed, in the foregoing discussions relating to the 
chapters on perceived work stressors and coping literature, that studies 
of occupational stress are very limited. Very limited too, is research 
into coping behaviour in industrial organizations. Furthermore, the few 
empirical studies, hitherto available, are mainly concerned with managerial 
and supervisory work. Thus, very little is known about stressors, strain 
and coping concerning lower levels of workers in the organization. The 
hiatus becomes larger and larger when the cultural and socio-economic 
context is considered. It was pointed out that the majority of studies 
on occupational stress ( or stress in general ) and coping behaviour have 
been conducted in the industrialized countries, particularly, in the United 
States, and to a less extent, in the United Kingdom and other European 
countries. However, in developing countries, stress and coping research 
is almost absent, although organizations in .developing societies constitute 
a fecound and still unbroken ground for stress and coping research. All 
these considerations form the " raison d'etre " of the present investigation. 
Therefore, the motives for this research are manifold :
First : Paucity of research relative to production workers in industrial
organizations.
Second : Because of the almost complete absence of research into stress
and coping behaviour conducted in developing countries, this motivates 
considerably the choice of the research context. Therefore, an industrial 
organization in Algeria - culturally and socio-economically characterized 
as a developing country - represents the ground for the present research.
Third : Dual concern is to be espoused in the study : theoretical and
practical. Theoretically, departure of the present inquiry from the major 
concern of many studies, lies in the focus, not only upon factors conducive
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to strain, but also upon behaviour and its role. It is intended to examine 
the role of coping behaviour to ascertain whether it functions as a moderator 
variable in the stressor-strain relationship, as most models tend to 
suggest; or exerts a mediating effect, a role of coping behaviour ignored or 
confused with the moderating effect in the literature.
Practically, implications which would emanate from this research, will 
concern proposing strategies for managing and preventing work stress, and 
approaches to the processes of personnel selection, training, appraisal 
and career. Additionally, practical implications will address suggestions 
in order to evolve effective workers' participation, to restructure and 
design roles, work places, and physical and social working conditions, 
and to put forward a planning framework for the management and prevention 
of stress, that can be incorporated in the organization's development 
of human resources or integrated in the personnel policy.
5 . 2 RESEARCH OBJECTIVES. .
The present research is designed to meet the following objectives :
(1) - Identification of perceived work stressor factors.
(2) - Identification of coping strategy factors.
(3) - Qualitative analysis of perceived-work stressors, coping strategies
and contextual variables: family-work interface, participation and
supportive relationships,
(4) - Examination of the relationships between perceived work stressors
and coping strategies; and .the relationships of perceived work 
stressors and coping strategies to perceived strain indicators.
(5) - Study of the contribution of perceived work stressors, contextual
variables, personality ( Type A behaviour pattern, locus of control 
and self-esteem ), and socio-demographic characteristics ( age,
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education, income and tenure ), to the prediction of strain indices 
( anxiety, depression, dissatisfaction, psychosomatic complaints and 
overall strain ).
(6) - Examination of the mediating effects of coping strategies, contextual
variables, personality and socio-demographic variables, upon the 
relationships of perceived work stressors to strain indices,
(7) - Consideration of the moderating or interactive role of coping
strategies, contextual variables, personality and socio-demographic 
variables, in the perceived work stressor-strain relationships.
The foregoing objectives were formulated in generic terms to serve 
the introduction of the research questions which constitute a detailed 
description of the research objectives and issues.
5 . 3 RESEARCH QUESTIONS.
(1) - What is the prevalence of perceived work stressors and coping
strategy factors ?
(2) - How does the set of perceived work stressors relate to the set of
coping strategies ?
(3) - How does the set of perceived work stressors and coping strategies relate
to the • set of perceived strain indicators ( anxiety, depression, 
dissatisfaction and psychosomatic complaints ) ?
(4) - How does the set consisting of overall perceived work stressors and
overall coping behaviour relate to the set of strain indices ?
(5) - What types of perceived work stressors predict what kind of perceived
strain indicators, and to what extent ?
(6) - What types of contextual variables ( Disrupted family-work interface,
low participation and supportive relationships ) predict what types 
of perceived strain, and to what extent ?
(7) - What kind of personality variables ( Type A behaviour pattern , locus
of control and self-esteem ) predict what types of perceived strain
and to what extent ?
(8) - What types of socio-demographic variables ( age, marital status,
education, tenure and salary ) predict what types of perceived strain 
and to what extent ?
(9) - what coping strategies mediate the relationships of overall perceived
work stressors to perceived strain indicators, so that overall work 
stressor effect on strain is either attenuated or exacerbated by 
coping strategies ?
(10)- -Do each coping strategy mediate ( attenuate or exacerbate ) the effects 
of all types of perceived work stressors studied, or specifically 
mediate the effects of sane particular perceived work stressors
on perceived strain indicators?
Put differently, what kinds of coping strategies mediate the effect 
of what types of perceived work stressors on strain indicators ?
(11)- What contextual variables ( disrupted family-work interface, low 
participation and supportive relationships ) mediate the relationships 
of overall perceived work stressors to perceived strain indicators,
so that the effect of overall work stressors on different strain 
indicators is either attenuated or exacerbated by specific contextual 
variables ?
(12)- What personality variables ( Type A behaviour pattern, locus of 
control and Self-esteem ) mediate the relationships of overall 
perceived work stressors to perceived strain indicators, so that 
the effect of overall work stressors on different strain indicators
is either buffered or aggravated by particular personality variables ?
(13)- What socio-demographic variables ( age, marital status, education, 
tenure and income ) mediate the relationships of overall perceived 
work stressors to perceived strain indicators, so that the effect 
of overall work stressors on different strain indicators is either 
decreased or increased by particular socio-demographic variables ?
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(14)- Does the interaction of each coping strategy with overall perceived 
work stressors enhance the prediction of different perceived strain 
indicators ?
(15)- Does the interaction of each contextual variables with overall 
perceived work stressors increase the prediction of different 
perceived strain indicators ?
(16)- Does the interaction of each personality variable with overall 
perceived work stressors enhance the prediction of different 
perceived strain indicators ?
(17)- Does the interaction of each socio-demographic variable with overall 
perceived work stressors enhance the prediction of different perceived 
strain indicators ?
5 . 3 RESEARCH TASKS.
Having formulated the issues to be researched, it remains to clarify 
operationally and in details the research work implied by research
questions'. Therefore, research tasks1 section detail? the aspects to be 
addressed regarding each research question .
(1) - Examination of the relationship between the set of perceived work
stressors and the set of coping strategies, to identify the subgroups 
of perceived work stressors belonging to the first set, that relate 
to the subgroups of coping strategies in the other set.
(2) - Consideration of the relationships between the'set of perceived
work stressors and coping strategies, and the set of perceived 
strain indicators, to identify what subgroups within the set 
involving perceived work stressors and coping strategies, that 
relate to what subgroups within the set of perceived strain indicators.
(3) - Examination of the relationships between the set of overall perceived
work stressors and overall coping strategies, and the set of perceived
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strain indicators, to identify what subgroups within the set 
containing overall perceived work stressors and overall coping 
strategies, that relate to what subgroups within the set of 
perceived strain indicators .
(4) - Analysis of the contribution of each perceived work stressor to the
prediction of different perceived strain indicators, while controlling 
for the other perceived work stressors. Thus,the task consists of:
(iidentifying significant predictors of strain indices, among 
perceived work stressors.
(ii)-Finding out the direction of the relationships of significant 
predictors ( among perceived work stressors ) to different 
perceived strain indices.
(iii)~ Assessing the magnitude of prediction as indicated by the 
percentage of variance accounted for by work stressor predictors.
(iv)-Examining whether perceived strain indices are affected 
selectively or generally by perceived work stressors.
Perceived work stressors. Perceived strain indicators.
. Role conflict
^ t o
. Anxiety
. Pay . Depression
. Work overload t o / - -  " . Dissatisfaction
. Career
. Task
. Psychosomatic 
complaints
. Communication . Overall strain
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( disrupted family-work interface, low participation and supportive 
relationships ) to the prediction of different perceived strain 
indicators, while adjusting for the remaining contextual variables. 
Therefore, the task is fourfold:
(i)- Identifying significant predictors of strain, among the contextual 
variables.
(ii)- Studying the direction of the relationships of significant 
predictors ( among the contextual variables ) to different 
perceived strain indicators.
(iii)- Assessing the level of prediction as indicated by the percentage 
of variance accounted for by the contextual variables.
(iv)- Examining whether perceived strain indices are affected 
selectively or generally by the contextual variables.
Contextual Variables. • Perceived strain indicators.
(5)- Examination of the contribution of each contextual variable
. Anxiety.
. Disrupted family- 
work interface.
. Depression.
. Dissatisfaction.
. Low participation.
. Supportive 
relationships
. Psychosomatic complaints.
. Overall strain.
(6)- Consideration of the contribution of each personality variable 
( Type A pattern of behaviour, Locus of control and Self-esteem ) 
to the prediction of different perceived strain indicators, while 
controlling for the remaining personality variables. Therefore, the 
task involves:
(i)- Identifying significant predictors of strain, among the personality 
variables considered.
(ii) Studyingdirection of the relationships of significant predictors
( among the personality variables ) to different perceived strain 
indicators.
(iii)- Assessing the magnitude of prediction as indicated by the 
percentage of variance accounted for by the personality 
variables.
(iv)- Examining whether perceived strain indices relate selectively 
or generally to the personality variables considered.
Personality Dimensions. Perceived strain indicators.
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. Type A Behaviour 
Pattern. ...........................
. Anxiety.
. Depression.
. Locus of control! * Z " -  ~~~~' '' - "" * ■ —— — t>-' . Dissatisfaction.
.  Self-esteem. ;
.  Psychosomatic complaints.
.  Overall strain.
(7)- Examination of the contribution of each socio-demographic variable
( Age, marital status, education, tenure and income ) to the prediction 
of different perceived strain indicators, while taking into account the 
remaining socio-demographic variables. The task, therefore, is:
(i)- To identify significant predictors of strain, among the 
socio-demographic variables studied.
(ii)- To study the direction of the relationships of significant 
predictors ( among the socio-demographic variables ) to different 
perceived strain indices.
(iii)- To assess the level of prediction as indicated by the percentage 
of variance accounted for by the socio-demographic variables.
(iv)- To examine whether perceived strain indices relate selectively 
or generally to the socio-demographic variables considered.
Socio-demographic characteristics. Perceived strain indicators.
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. Age.
.............................
. Anxiety.
. Marital status. . Depression.
. Tenure. . Dissatisfaction.
. Education. . Psychosomatic complaints.
. Income. . Overall strain.
(8)- Examining whether coping strategies mediate the effects of overall 
perceived work stressors on different perceived strain indicators.
That is, whether overall perceived work stressors activate same 
particular coping strategies, and Whether such coping strategies 
lead to the attenuation or exacerbation of the effects of overall 
perceived work stressors on strain indicators. Therefore, the task 
consists of:
(i)- Identifying those coping strategies that mediate the effect of 
overall perceived work stressors on different perceived strain 
indicators.
(ii)- Examining the nature of'the mediating effect of coping strategies. 
That is, whether the significant mediators among coping strategies 
attenuate or exacerbate the effect of overall perceived work 
stressors on different strain indicators.
(iii)- Considering whether coping strategies provide additional power 
to the prediction of various strain indicators.
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(coping strategies)
(9)- Studying whether coping strategies mediate the effects of each perceived 
work stressors on different perceived strain indicators, so that coping 
strategies - being stimulated by particular work stressor conditions - 
bring about either the reduction or aggravation of the effect of these 
perceived work stressor conditions on strain indicators. Therefore, 
the task consists of :
(i)- Identifying those coping strategies that mediate the effect of 
sane particular perceived work stressors on perceived strain 
indicators.
(ii)- Finding out the nature of the mediating effect, that is, whether 
the significant mediators among strategies alliviate or exacerbate 
the effect of seme specific work stressors on different strain 
indicators.
(iii)- Examining additional predictive power regarding various strain 
indicators, generated by coping strategies.
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(10)- Examining whether contextual variables, namely disrupted family-work 
interface, low participation, and supportive relationships, mediate 
the effect of overall perceived work stressors upon different perceived 
strain indicators. That is, whether overall work stressors affect 
contextual variables, which in turn , lead to the exacerbation or 
vitiation of the effect of overall work stressors on strain indicators. 
The task, therefore, is to :
(i)- Identify those contextual variables which mediate the effect 
of overall perceived work stressors on strain indicators.
(ii)- Considering the nature of the mediating effect, that is, whether 
the significant mediators among contextual variables attenuate 
or aggravate the effect of overall perceived work stressors
on strain indicators.
(iii)- Examining additional predictive power concerning different 
strain indicators, accounted for by the contextual variables.
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(11)- Studying whether personality variables, namely Type A behaviour 
pattern, Locus of control and Self-esteem, mediate the effects 
of overall perceived work stressors on different strain indicators, 
so that these personality dimensions - being mobilized by overall 
perceived work stressors - lead to the buffering or exacerbation 
of the effects of overall perceived work stressors on strain indicators. 
Therefore, the research task consists of :
(i)- Identifying those personality variables that mediate the effects 
of overall perceived work stressors on perceived strain indicators
(ii)- Addressing the nature of the mediating effects of personality 
variables. That is whether the significant mediators among 
personality variables buffer or intensify the effect of overall 
perceived work stressors on different strain indicators.
(iii)- Examining additional predictive power concerning strain indicators, 
accounted for by the personality variables considered.
/■
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( Personality dimensions )
(12)- Examining whether socio-demographic variables, namely age, marital
status, education, tenure and income, mediate the effects of overall 
perceived work stressors on different strain indicators. That is, 
whether overall perceived work stressors affect socio-demographic 
variables, which in turn, lead to the attenuation or exacerbation 
of the effect of overall work stressors on strain indicators. The 
task involves :
(i)- Identifying those socio-demographic variables that mediate the 
effect of overall perceived work stressors on perceived strain 
indicators.
(ii)- Studying the nature of the mediating effect of socio-demographic 
variables. That is, whether the significant mediators, among 
socio-demographic variables, increase or decrease the effect
of overall perceived work stressors on strain indicators.
(iii)- Examining additional predictive power regarding perceived 
strain indicators accounted for by socio-demographic variables.•
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( Socio-demographic variables )
(13)- Examining whether coping strategies moderate perceived work stressor- 
strain relationships, so that the effects of overall perceived work 
stressors on strain indicators vary depending on the level of each 
coping strategy.
( Coping strategies : moderators )
( Coping strategies : moderators )
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(14)- Studying whether contextual variables ( disrupted family-work interface,
low participation and supportive relationships ) moderate the relationships 
of overall perceived work stressors to strain indicators, so that the 
work stressor-strain relationships differ depending on the level of 
each contextual variable.
( Contextual variables : moderators )
(15) Considering whether personality variables ( Type A behaviour pattern, 
Locus of control and Self-esteem ), moderate the relationships of 
overall perceived work stressors to strain indicators, so that the 
effects of overall work stressors on strain vary across the levels 
of each personality variable. '
( Personality variables : moderators )
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(16)- Examining whether socio-demographic variables ( age, marital status, 
education, tenure and income ), moderate overall work stressor-strain 
relationships, so that the effect of overall perceived work stressors on 
strain indicators differs across the level's of each socio-demographic 
variable.
( Socio-demographic variables : moderators )
( Socio-demographic variables : moderators )
5 . 5 HYPOTHESES.
Some hypotheses will be formulated. Their order of presentation 
follows the sequence of the afore-mentioned objectives, research questions 
and research tasks. It should be noted too that these sets of proposed 
research hypotheses are accompanied by the underlying reasoning, or rationale.
5.5.1 HYPOTHESES RELATIVE TO THE PREDICTION OF STRAIN BY PERCEIVED WORK 
STRESSORS.
Hypothesis (l).
Role conflict predicts increased anxiety, depression, work dissatisfaction 
and psychosomatic complaints.
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Role overload positively predicts anxiety, depression and psychosomatic 
carpi aints.
Hypothesis (3).
Career stressors predict increased anxiety, depression and work 
dissatisfaction.
Hypothesis (4).
Task stressors positively predict psychosomatic complaints.
Hypothesis (5).
Communication stressors predict increased anxiety, depression and 
work dissatisfaction.
Hypothesis (6).
Pay stressors positively predict anxiety, depression and work 
dissatisfaction.
Corollary (1).
It can be inferred from the foregoing six hypotheses that work strain 
indicators : anxiety, depression, dissatisfaction and psychosomatic 
complaints, are more responsive to perceived role conflict than 
to any other perceived work stressors of concern.
Corollary (2).
From the afore-mentioned hypotheses, it can be inferred that work 
strain indicators : anxiety, depression, dissatisfaction and 
psychosomatic complaints, are less responsive to perceived task 
stressors than to any other perceived work stressor of concern .
Recapitulatory table.
The following table nicely summarizes and illustrates the first six 
hypotheses, mentioned above.
Hypothesis (2).
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Strain
indicators
Perceived 
work stressors
Anxiety. Depression.
work
dissatis­
faction.
Psychoso­
matic
complaints
Overall
strain.
Role conflict 
(Hypothesis 1). + 4* + + 4*
Role overload 
(Hypothesis 2) + + 4- +
Career stressors 
(Hypothesis 3) + + 4*
Task stressors 
(Hypothesis 4) + 4*
Communication 
(Hypothesis 5) + + + 4-
Pay stressors 
(Hypothesis 6) + + + 4-
Note : A cell with " plus " sign stands for hypothesized positive
relationships.
5.5.2 HYPOTHESES RELATIVE TO THE PREDICTION OF STRAIN BY CONTEXTUAL VARIABLES. 
Hypothesis 7
Disrupted family-work interface predicts increased anxiety, 
depression, work dissatisfaction and psychosomatic complaints.
Hypothesis 8
Supportive relationships predict decreased anxiety, depression, 
work dissatisfaction and psychosomatic complaints.
Hypothesis 9
Low participation predicts increased work dissatisfaction, 
anxiety and depression.
Disrupted family-work interface, compared with supportive 
relationships and lack of participation , is the major contributor
Hypothesis 10
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to-the prediction of strain indices ( anxiety, depression, 
dissatisfaction and psychosomatic complaints ).
Overall perceived strain is positively predicted by disrupted 
family-work interface and low participation, and negatively 
predicted by supportive relationships.
Recapitulative table.
Hypothesis 11
Strain
indices
Contextual
variables
Anxiety. Depression
Work 
dissatis- 
’• faction.
Psychoso­
matic 
■ complaints.
Overall
strain.
Disrupted family- 
work interface. + + 4* + +
Supportive
relationships. - - - - -
Low
participation + + + +
Note : Cells with 11 plus 11 signs suggest hypothesized positive relationships. 
Cells with " minus " signs denote hypothesized negative relationships.
5.5.3 HYPOTHESES RELATIVE TO THE PREDICTION OF STRAIN BY PERSONALITY VARIABLES. 
Hypothesis 12.
Type A behaviour pattern predicts increased anxiety, depression, 
work dissatisfaction and psychosomatic complaints.
Hypothesis 13.
Self-esteem predicts decreased anxiety, depression, work 
dissatisfaction and psychosomatic complaints.
Internal locus of control predicts decreased anxiety, depression, 
work dissatisfaction and psychosomatic complaints.
Hypothesis 14.
Overall strain is positively predicted by Type A behaviour 
pattern and negatively predicted by self-esteem and internal 
locus of control.
Recapitulative table.
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Hypothesis 15.
Strain 
indices.
Personality 
variables.
Anxiety. Depression
Work
dissatis­
faction.
Psychoso­
matic
complaints
Overall
strain.
Type A pattern 
of behaviour. + + + + +
Self-esteem. - - - - -
Internal locus 
of control. - - - - -
Note : Cells with " plus 11 signs stand for hypothesized positive 
relationships.
Cells with 11 minus 11 signs denote hypothesized negative relationships.
5.5.4 HYPOTHESES RELATIVE TO THE PREDICTION OF STRAIN BY SOCIO-DEMOGRAPHIC
VARIABLES.
The prediction of strain indices, by each demographic variable, can 
be hypothesized as being positive as well as negative prediction. Since 
each hypothesis and its alternative regarding the prediction of strain 
indicators, by each socio-demographic variable, are conceptually plausible, 
they are both mentioned.
Higher age predicts Increased anxiety, depression, work 
dissatisfaction, and psychosomatic complaints.
Hypothesis 16A.
Higher age predicts decreased anxiety, depression, work 
dissatisfaction, and psychosomatic conplaints.
Hypothesis 17A.
Higher educational level predicts greater anxiety, depression, 
work dissatisfaction and psychosomatic complaints.
Hypothesis 17B ( The alternative )
Higher educational level predicts less anxiety, depression, 
work dissatisfaction and psychosomatic conplaints.
Hypothesis 18A.
Higher income predicts increased anxiety, depression, work 
dissatisfaction and psychosomatic complaints.
Hypothesis 18B ( The alternative ).
Higher incone predicts decreased anxiety, depression, work 
dissatisfaction and psychosomatic complaints.
Hypothesis 19A.
Longer tenure predicts increased anxiety, depression, work ■ 
dissatisfaction and psychosomatic complaints.
Hypothesis 19B ( The alternative ).
Longer tenure predicts decreased anxiety, depression, work 
dissatisfaction and psychosomatic complaints.
Hypothesis 20A.
Marital status ( being married ) predicts higher anxiety, 
depression, work dissatisfaction and psychosomatic conplaints. 
Hypothesis 20B ( The alternative ).
Marital status ( being married ) predicts lower anxiety, 
depression, work dissatisfaction and psychosomatic complaints.
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Hypothesis 16B ( The alternative )
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5.5.5 HYPOTHESES RELATIVE TO THE MEDIATING EFFECTS OF COPING STRATEGIES 
ON THE STRESSOR-STRAIN RELATIONSHIP.
Hypothesis 21.
Coping strategies, namely extemalization, evaluation, action, non-work 
activities and. withdrawal, mediate the relationships of perceived 
work stressors to strain indicators ( i.e anxiety, depression, 
dissatisfaction and psychosomatic complaints ), so that the effects 
of perceived work stressors on strain are changed ( either attenuated 
or exacerbated as specified by the following hypotheses ), by each 
coping strategy.
Hypothesis 22.
" Extemalization " buffers the effects of perceived work stressors 
on strain indicators, so that perceived work stressors stimulate 
the coping strategy : extemalization, and extemalization attenuates 
work stressors effects on strain.
Hypothesis 23.
" Evaluation 11 mitigates the effects of perceived work stressors 
on strain indicators, so that the effects of perceived work stressors
transmitted to strain through the coping strategy : evaluation, are
reduced.
Hypothesis 24.
" Action " reduces the effects of perceived work stressors on strain 
indicators. That is, perceived work stressors activate coping through 
taking action, and this coping strategy, in turn, attenuates the effects 
of work stressors on strain.
Hypothesis 25.
" Non-work activities " buffers the impact of perceived work stressors
on strain indicators, so that the effects of perceived work stressors
on strain are mitigated by the coping strategy : non-work activities.
" withdrawal 11 exacerbates the effects of perceived work stressors on 
strain indicators, so that the effects of perceived work stressors 
transmitted to strain by the coping strategy withdrawal, are exacerbated 
by this coping strategy.
5.5.6 HYPOTHESES RELATIVE TO THE MEDIATING EFFECTS OF CONTEXTUAL VARIABLES 
ON THE STRESSOR-STRAIN RELATIONSHIP.
Hypothesis 27.
Contextual variables, namely disrupted family-work interface, supportive 
relationships and lack of participation, mediate the relationships 
of perceived work stressors to strain indicators ( i.e. anxiety, 
depression, dissatisfaction and psychosomatic complaints ), so that 
the effects of perceived work stressors on strain are changed ( either 
attenuated or exacerbated as specified by the following hypotheses ) 
by each contextual variable.
Hypothesis 28.
Disrupted family-work interface exacerbates the effects of perceived 
work stressors on strain indicators so that perceived work stressors 
affect family-work interface, and the latter, in tarn, exacerbates 
the effects of work stressors on strain.
Hypothesis 29.
Supportive relationships buffer the impact of perceived work stressors 
on strain indicators, so that the effects of perceived work stressors 
transmitted to strain by supportive relationships is attenuated by 
the latter ( supportive relationships ).
Hypothesis 30.
Low participation exacerbates the effects of perceived work stressors 
on strain indicators, so that the effects of perceived work stressors
Hypothesis 26.
transmitted to strain by low participation are accentuated by the 
transmitter ( participation ).
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5.5.7 HYPOTHESES RELATIVE TO THE MEDIATING EFFECTS OF PERSONALITY VARIABLES 
ON THE STRESSOR-STRAIN RELATIONSHIP.
Hypothesis 31.
Personality variables, namely Type A behaviour pattern, locus of 
control and self-esteem, mediate the relationships of perceived 
work stressors to strain indicators ( i.e. anxiety, depression, 
dissatisfaction and psychosomatic complaints ), so that the effects 
of perceived work stressors on .strain are changed ( either attenuated 
or exacerbated as specified by the following hypotheses ) by each 
personality variable.
Hypothesis 32.
Type A behaviour pattern exacerbates the effects of perceived work 
stressors on strain indicators, so that perceived work stressors 
stimulate Type A behaviour pattern, and this type of behaviour 
pattern, in turn, inflates the effects of perceived work stressors 
on strain indicators.
Hypothesis 33.
Internal locus of control reduces the effects of perceived work 
stressors on strain indicators. That is , perceived work stressors 
stimulate generalized beliefs in internal control, and these beliefs 
in internal control, in turn, mitigate the effects of perceived 
work stressors on strain.
Hypothesis 34.
Self-esteem buffers the effect of perceived work stressors on strain 
indicators, so that perceived work stressors stimulate self-esteem,
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and this personality dimension, in turn, attenuates the effects 
of perceived work stressors on strain.
5.6 UNDERLYING RATIONALE FOR THE HYPOTHESES.
5.6.1 Rationale concerning the prediction of strain by perceived work
stressors, contextual variables, personality and socio-demographic 
variables.
It is hypothesized that perceived work stressors differentially 
predict strain indicators, namely anxiety, depression, work dissatisfaction 
and psychosomatic complaints; that role conflict, compared with other 
work stressors, predicts more strain indicators; and that task stressors are 
the least predictor of strain.
Role .conflict is a potent predictor of strain for many reasons. One 
reason is that, role conflict is more pervasive a process than any other 
perceived work stressor. It can be argued thate/eiy perceived work stressor 
implies a form of role conflict . To illustrate, one type of work overload 
consists of conflicting demands stemming from the quantity of work ( i.e. 
excessive work ) and its quality ( i.e., complexity and high quality 
standard required ). Perceived under-promotion ( a form of perceived career 
stressors ) involves incompatibility between the actual and the desired 
upward mobility in the organization.
The second reason is that, owing to the problematic nature of role 
conflict, heavy demands upon coping resources and coping repertoire are 
likely. However, the construction of a coping strategy to deal with the 
problematic situation of role conflict entails greater cognitive ( i.e., 
activation of mental processes ) and emotional (i.e., experiencing 
emotional strains during the elaboration' of a coping strategy ) cost.
The third and last reason is that, role conflict usually involves 
one's relationships and interaction with people more than with objects
such as task, equipment and physical working conditions. In other words , 
the ground of role conflict is social relationships. The interactive 
nature of role conflict engages, not only the incompatible expectations 
from significant others, but also their social status, prestige, role in 
the organization, coercive and reward power, and their significance to 
the well-being of the recipient. Perception of these characteristics of 
people originating conflicting demands upon a worker, and the interpretation 
of the significance of these characteristics to the well-being of that 
worker, determine the level of his affective strains.
Other perceived stressors are expected to predict affective strain 
such as anxiety and depression. To address an illustrative example, perceived 
lack of promotion ( a perceived career stressor ), involving staying at 
the present level for too long without being promoted, renders the 
expectation of a future promotion very unlikely. This arouses anxiety 
concerning the stagnant career, and hopelessness of any advancement. These 
strains are exacerbated if a worker believes that promotion is unfairly 
granted by management among workers.
With reference to work dissatisfaction, this affective attitude is 
more responsive to sane perceived work stressors, such as role conflict, 
career, communication and pay stressors; and is less responsive to work 
overload and task or physical working conditions. Work satisfaction is 
more sensitive to the first group of perceived work stressors because 
of their social relation significance. For example, the inadequacy of 
communications ( a perceived work stressor ) is hypothesized to predict 
work dissatisfaction, not only because the need for information to satisfy 
the curiosity of a worker is not met, but also because of the perceived 
social significance of sharing information; that is, being inadequately 
informed is associated with the feeling of being marginalized and 
ignored in the organization; hence, the sense of frustration and 
dissatisfaction .
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Work satisfaction, on the other hand , is hypothesized to be weakly 
related to perceived work overload, task and physical working conditions.
It can be advanced that workers tend to value more those perceived work 
stressors ( e.g. role conflict, pay and career stressors ) possessing 
connection with, and ramification into social relationships; than those 
perceived stressors of a very limited social significance such as perceived 
work overload, task and physical working conditions. Therefore, the 
dominance of pay stressors, role conflict and career stressors overshadows 
the impact of perceived work overload, task and physical working conditions. 
Another plausible reason is that a decrease or improvement in role conflict, 
pay and career stressors, compensates considerably for the negative 
impingement of work overload, task and physical working conditions on 
Work satisfaction.
Turning to the prediction of strain by contextual variables, it is 
hypothesized that contextual variables, namely disrupted family-work 
interface, supportive relationships and lack of participation, predict 
strain indicators. To limit the analysis to one example, it is
hypothesized that disrupted family-work interface predicts increased 
anxiety, depression, dissatisfaction and psychosomatic complaints.
Owing to the dominating characteristics of the Algerian families ( i.e., 
large size, unique source of income, inadequate accommodation, strong 
bonds among family members whether young, adult or old, etc..), stressors 
originating from family-life or from its interaction with work, add 
considerably to an employee's work strains. The family is a source of
support as well as of stress. Being a source of stress, the family
stressors are accentuated by the very nature of the typical Algerian
family characteristics : father has too many things to worry about : 
even when sons and daughters become adult, they still live with their 
parents and are financially dependent on their fathers. Fathers even 
worry about the suitable husbands for daughters and spouses for sons,
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and care more about post-marriage problems. Also,, the strong ties that 
link fathers, not only to their wives and children, but also to their 
grand-parents, brothers, sisters and relatives, would inflate stressors7 
effects if some members of the larger family are involved.
With regards to personality variables, it is hypothesized that strain 
indicators are positively predicted by Type A behaviour pattern and negatively 
predicted by self-esteem and internal locus of control. For example, 
individuals with Type A behaviour pattern show " enhanced hostility, 
ambitiousness and competitiveness, and are often preoccupied with deadlines 
and with work. Caught - or placing themselves - in a chronic struggle 
to reach an ever-expanding numbers of goals in the shortest period of 
time and/or against opposing environmental forces, type A's continuously 
experience impatience and a chronic sense of time urgency ( Chesney 
and Rosenman, 1980; Friedman and Rosenman, 1959 ). If these are the 
characteristics of type A behaviour as opposed to type B behaviour, it 
can be inferred that these characteristics predispose type A behaviour 
persons to more strain ( than type B's ), since such characteristics 
sensitize type A individual to situational stressors and make them 
over-react emotionally to these experienced work stressors.
Socio-demographic variables ( age, marital status, education, tenure 
and income ) are hypothesized to predict strain indicators. However, 
alternative hypotheses are advanced regarding the direction of prediction 
of strain by each socio-demographic variable, since each hypothesis and 
its alternative are conceptually tenable. To take 11 tenure 11 as an 
illustrative example, hypothesis 19A stipulates that longer tenure predicts 
increased anxiety, depression, work dissatisfaction and psychosomatic 
complaints. But, the alternative of the afore-mentioned hypothesis 
suggests that longer tenure predicts decreased anxiety, depression, 
work dissatisfaction and psychosomatic complaints. The rationale of the 
first hypothesis is that workers, with longer tenure, who perceive that
#
financial rewards ( pay, bonuses, etc..) and promotion lag behind the 
amount of work, time and experience invested in the organization; who 
perceive that this long period of service and its implications ( in terms 
of skills, experience, age, etc..) are not respected by co-workers (especially 
younger workers), representatives, or supervisors tending to control 
tightly their work, imposing a work method, or treating tenued old 
workers and short tenued younger workers alike; these workers are very 
likely to be deeply affected by such examples of perceived work stressors.
The alternative hypothesis is also plausible, on the ground that a 
worker, having been working for a long time in an organization, experiences 
a variety of stressful circumstances, demands and constraints, and possesses 
a rich coping repertoire owing to varied work stressors experienced over time. 
Therefore, a work stressor would be perceived as highly stressful and is 
responded to with greater affective strain by a relatively new worker. 
However, an equivalent work stressor would be perceived as benign and 
exerts a negligible effect on another worker with longer tenure. Thus, 
experience ( rich coping repertoire ), learning and accoutumance . or 
briefly - a person's work history in an organization as shaped by time 
dimension - contribute to the attenuation of the work stressors' effects.
5.6.2 Rationale regarding the mediation effect of coping strategies,
contextual variables and personality dimensions, on the stressor- 
strain relationship.
The set of hypotheses ( hypotheses: 21 through 26 ) suggests that 
coping strategies mediate the effects of perceived work stressors on strain 
indices, and predicts: the nature of the mediating effect ( i.e., whether 
an attenuating or exacerbating effect ) performed by each coping variable.
The mediating effect means that a proportion of the effect of perceived 
work stressors ( the indirect effect ) on strain indicators, impinges
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on the hypothesized mediators ( coping strategies ), and these coping 
mediators, in turn, attenuate or exacerbate.part of the effects of perceived 
work stressors on strain indicators.
Conceptually, it is more plausible to view the role of coping strategies 
in the relationships of perceived work stressors to strain, as a mediating 
role than a moderating one.
Conceiving of coping strategies as moderators, means that the inpact 
of perceived work stressors on strain indicators varies, depending on the 
level of a coping strategy. Here, coping is viewed as given, or considered 
as existing prior to the experience of perceived work stressors. Hence, 
coping as a moderator does not depends, in a sense, on the activation 
or stimulation of experienced work stressors, in order to affect strain.
The moderating role simply is : given a coping repertoire, does high 
level as opposed to low level of coping, make any difference to the effect 
of perceived work stressors on felt strain ? Moderating situation, therefore, 
emphasizes the static characteristics of coping , considered as a 
pre-existing condition and not as a process activated and mobilized owing 
to the presence of perceived work stressors.
On the other hand, coping does not become a mediator of the relationship 
of perceived work stressors to strain indicators unless a certain level 
of experienced work stressors to stimulate coping exists. It follows that 
coping - viewed from the mediating standpoint - cannot be functional unless 
it is activated by the experience of work stressors. In other words, coping 
is not a given characteristic or a resource of the individual, the change 
of which ( coping characteristics or resources ) affects unilaterally the 
relationships of perceived work stressors to strain indicators. On the 
contrary, coping resources are affected ( activated or mobilized ) by 
perceived work stressors, and influence, in turn, strain by either 
attenuating or exacerbating perceived stressor effects.
It emerges, therefore, from this analysis that the conceptual advantage
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of considering coping as mediator instead of moderator, is twofold:
First : It provides a dynamic rather than a static conception of the 
role of coping in the relationships of perceived work stressor-strain 
relationships. Coping as a mediator indicates that' experienced work stressors 
activate or mobilize individual coping resources ( e.g. past experiences, 
coping repertoire etc..). Coping, when stimulated, changes the effect of 
perceived work stressors on felt strains.
Second : Another advantage is that coping, as a mediator, provides more 
explanation of the perceived stressor-strain relationships. As perceived 
work stressors impinge directly and indirectly upon strain, the mediating 
role of coping offers additional information about the nature and degree of 
the indirect relationships of perceived work stressors to strain. That is: 
the degree and direction of the effect of perceived work stressors on coping, 
and the level whereby the transmitted effect of perceived work stressors 
to strain is exacerbated or attenuated by coping. '
Contextual variables (i.e.disrupted family work interface, lack of 
participation and supportive relationships ), and personality characteristics 
( i.e. type A behaviour pattern), are hypothesized as mediator variables 
in the stressor-strain relationships. To limit the analysis to one example, 
supportive relationships is expected to mediate the relationships of perceived 
work stressors to strain indicators, by buffering the effect of perceived 
work stressors on strain indices. Situational demands and constraints 
perceived by a worker as stressful trigger the search of sources of social 
support. A worker's perception of the nature of ongoing relationships 
that link him to significant others; a worker's expectation of obtaining 
support from significant others, when needed; and a worker's appraisal of 
his abilities and capabilities to generate support or to make others serve as
a. source of support; mitigate the aversive effects of perceived work 
stressors upon strain indicators.
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6 . 1 OBJECTIVES OF THE PILOT STUDY
The pilot study served two objectives: conceptual and methodological. 
Conceptually, the pilot study was designed to generate preliminary 
information about perceived work stressors, felt strains, coping strategies 
and extra-organizational factors of interest to the study.
Methodologically, it contributes to the design, development and refinement 
of various data-collection instruments, and to the improvement of the 
questionnaire translation technique, and the interview procedure that will be 
adopted in the main study.
6 . 2 RESEARCH SETTING
The pilot study was carried out in a glass works situated in the North 
West of Algeria at the outskirt of the city of Oran ( The second large city 
in Algeria: 485 000 inhabitants). This factory was created in 1944 by
French settlers, nationalized by 'the Algerian government in 1962 and was 
joined to the National Enterprise for Chemical Industries ( Societe Nationale 
des Industries Chimiques ), in 1968.
The setting has since known a massive state investment. The old glass 
blowing workshop was modernized by a West German firm. Another German firm 
built the Safety Glass Department. A Russan enterprise created the Flat-Glass 
Department. And a Belgium firm contributed to the expansion of the Glass- 
blowing Department and built the Crystal — Glass Workshop. The setting, therefore, 
becomes a place where different glass technologies originating from various 
countries coexist.
As shown in the chart ( Figure 6.1 ), the factory involves two main 
production departments: Glass-blowing Department and Flat-Glass Department. The 
.former produces bottles of various types and glasses,and comprises such 
production activities as glass melting, monitoring feeder machines,inspection 
of products and maintenance. All these processes are automated except inspection
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and maintenance. The Flat-Glass Department involve such production activities 
as fusion, glass stretching, rebuming, punching and packing. The first three 
processes are fully automized, the fourth semi-automized and the fifth manually 
performed.
In addition, there are other departments and workshops concerned with 
mixing raw material, safety-glass production, and a handicraft glass 
manufacturing.
The factory employs 1520 workers: 1035 work in the production departments, 
181 employees in the managerial services and 262 workers in departments 
supporting production ( e.g. maintenance and trading ).
6 . 3 SAMPLE AND INTERVIEW PROCEDURE
A sample of 40 workers were interviewed: 20 workers interviewed were from
the Glass-Blowing Department performing inspection and pack-filling tasks, 10 
workers from the Flat-Glass Department performing cutting tasks, and 10 workers 
from mechanical workshops concerned with milling, welding, turning, fitting 
and polishing. The sampling procedure was guided by the consideration that the 
respondent should be a full-time production worker having at least '2 years 
tenure in the factory.
Before each interview the subject was approached at work. Following a 
short conversation that explained the purpose of the interview, he was invited 
to a room Where the interview took place. Each interview started with a general 
introduction, then the introductions specific to each questionnaire measure, 
followed by the reading of items and the response-choice categories. All the
questionnaire items were read as worded ( The questionnaire measures were
translated into the local language by the researcher ).
The interviews were performed during working time at the rate of 2 to 3 
interviews a day. The mean time for each interview was 2 hours and 30 minutes.
Respondents were all male. 80% of them were married and father of 4 
children on the average. The mean for age was 35 years ( S.D.= 11 ), and the
average lenght of service was 9.3 years ( SD = 6.8 ). It should be noted that 
15% of the respondents were illiterate, 15% can read or write but have attended 
no school, 35% attended primary school, 23% intermediate school and 12% reached 
secondary school. Respondents received a mean salary of 2470 Dinars ( £ 308 ) 
per month ( SD= 450 Dinars, i.e £ 50).
6 . 4 QUESTIONNAIRE MEASURES.
The objectives of the research is to investigate the relationships among 
perceived work stressors, coping strategies and strain. To further the analysis 
of these relationships,the role of contextual variables ( i.e. work-family 
interface, participation, inter-personal relationships and communications ), 
personality characteristics ( i.e. Type A behaviour pattern, locus of control 
and self-esteem ) and socio-demographic characteristics ( i.e. age, marital 
status, education, tenure and pay ) in the stressor-strain relationships will 
also be considered.
For each variable a set of items was designed, adapted or drawn from seme 
measures. The questionnaire measures used in the pilot study is included in 
the Appendix.
6.4.1 PERCEIVED WORK STRESSOR MEASURES
(i) Task and physical working conditions.
The items used assess perceived discomfort caused by inadequate physical 
working conditions, risk of accidents, work monotony, excessive work, and 
potential work threat to health. The 5 items adopted were associated with 
3-point scale response whose anchors differ from one item to another. An 
example of the items used is:
Does your work have:
- much risk of accidents ?
- Sane risk of accidents ?
- Safe ?
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The 3-point scale was scored 5,3, and 1 in the direction of increased
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task stressors. These scores were preferred to 1,2 and 3 because the response 
continuum for the items of other perceived work stressors were all 5-point scale 
whose scores ranged from 1 to 5.
Cronbach's alpha coefficient of internal consistency is .57, the mean of 
the item means is 3.6,the minimum of which is 3.2 and the maximum 4.0, 
reflecting a tendency toward reporting increased level of experienced task and 
physical working condition stressors.
(ii) Pay stressors
The items adopted gauge pay inequity, pay inadequacy as compared with 
the cost of living and the mismatch between the pay and workers' input in 
( contribution to ) work: responsibility,effort and experience.
The 3 items composing the measure are anchored on a 5-point scale ranging 
from: "Very much" to "None", and scored from 1 to 5 in the direction of increased 
pay stressors. An illustrative example of the items is "To what extent does 
your pay match your responsibility, effort and experience ?"
Cronbach' s alpha is moderate ( cx = .62 ). The scale item mean is 3.8, 
ranging from 3.7 to 4.0,and suggesting a tendency toward increased report of 
pay stressors.
(iii) Role overload
The items composing the scale tap perceived excessive pace of work, work 
complexity, interference of the quantity with the quality of work, and performance 
of many things at the same time .
The items used were adapted from Kahn et al. 's (1964) Work Tension Scale.
An illustrative example is:
\ I /How often must you work very fast to complete your work on time ?
All the items were rated on a 5-point scale ranging from "Never" to 
"Always" and scored from 1 to 5 in the direction of increased role overload.
Cronbach's alpha is very low ( cv = .29 ), suggesting that the scale needs 
various changes and alterations.
(iv) Role conflict
The set of items used measure conflicting demands made by supervisors 
and co-workers, and the incompatibility between the nature of work demands 
or one's judgement, and work requirement or available resources to perform 
them . An illustrative example is:
"How often do you receive contradictory demands from your workmates and 
from your supervisors ?"
The 4 items used were rated on 5-point scale ranging from "Never" to 
"Always" and scored from 1 to 5 in the direction of increased role conflict.
Cronbach's alpha is .54 . The scale item mean is 3.5,ranging from 3.1 to 
4.0,and indicating greater perceived role conflict.
(v) Role ambiguity
The items assess the extent to which a worker lacks information about his 
work demands, performance appraisal and other matters of concern such as 
promotion, decision, regulation,etc.
Among the 4 items used, one was adapted from Kahn et al. 's (1964) scale
of work tension. An illustrative example is :
"To what extent are you clear as you would like to be , about what you have 
to do this job ?"
All items were rated on a 5-point scale running from "very much" to "none"
and scored from 1 to 5 in the direction of increased role ambiguity.
Cronbach's alpha is low ( Cx =.47 ). The mean of the scale means is 2.8 , 
ranging from 1.9 to 3.6 suggesting a tendency toward decreased perceived 
ambiguity.
(vi) Promotion
The items adopted were designed to assess perceived lack of promotion 
and absence of objective criteria for promotions. 4 items were worded in the 
direction of increased promotion stressors and 1 item was worded in the direction 
of decreased promotion stressors. An illustrative example is :
"You have obtained less promotion than you deserve".
The 5 items used were rated on a 5-point scale ranging from "Definitely
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false" to "Definitely true ft and scored from 1 to 5 respectively for negatively 
worded items, and from 5 to 1 respectively for positively-worded item, to unify 
the direction of scoring toward increased perceived promotion stressors.
The Cronbach's alpha is .55 . The mean of the scale item means is 3.9 with 
a x^ ange running from 3.6 to 4.3, suggesting higher level of perceived promotion 
stressors.
6.4.2 STRAIN MEASURES
(i) Psychosomatic complaints:
The majority of items used by Gurin et al. (1980) to measure psychosomatic 
troubles people complain of were adopted in the pilot study. The items 
addressed such complaints as insomnia, nervousness, headaches, stomachaches, 
general uneasiness, shortness- of breath, cardiac troubles, dizziness, 
nightmares, weight loss and general ailments.
Subjects were asked how often they have experienced the health troubles 
indicated by the items. Examples of which are:
"How often are you bothered by having an upset stomach ? "
"Do you have trouble getting to sleep or staying asleep ?"
The 14 items used were rated on a 4-point scale, ranging from "Never" to 
"Nearly all the time",and scored from 2 to 4 in the direction of increased 
psychosomatic complaints.
Cronbach's alpha is .77 . The mean of the item means is 3.0,the minimum 
of which is 1.8 and the maximum is 2.7 reflecting a tendency toward frequent 
reporting of psychosomatic complaints.
(ii) Anxiety
House and Rizzo (1972), drawing upon some items from the Taylor Manifest 
Anxiety Scale ( Taylor, 1953 ), formed a scale to measure work-induced anxiety, 
that is, work tensions, general uneasiness or fatigue, and somatic tension. 7 
items describing the feelings of tension, nervousness and worries were employed 
in the present pilot study because they are job-oriented items. Items addressing 
somatic tension and general fatigue were dropped because a Psychosomatic
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Complaint Scale used in the present study contains similar items. An illustrative 
item is :
"You have felt fidgety or nervous as a result of your work".
The 7 items used were rated on a 5-point scale running from "Never happen 
to you" to "Always happen to you" and scored from 1 to 5 respectively in the 
direction of increased anxiety.
Cronbach's alpha is .80 . The mean of the item means is 3.3 ranging from 
3.0 to 3.5 .
(iii) Depression
The 10-item version of the Self-Rating Depression Scale ( Zung, 1965) 
adopted by Quinn and Shepard (1974) in their 1972 and 1973 quality of 
employment survey, was used in the present pilot study. The items address 
depressed mood, agitation, hopelessness, indecisiveness, irritability, confusion 
and fatigue. An illustrative item is:
"Hew often do you feel downhearted . and blue ?
5 items were negatively worded indicating increased depression., and 5 items 
were positively worded in the direction of decreased depression. All items were 
rated on a 5-point scale ranging from "Never" to "Always" and scored from 1 to 
5 respectively in the direction of increased depression. The scores relative 
to positively worded items were reversed.
Cronbach's alpha is .79,and the mean of the item means is 3.2 ranging 
from 3.0 to 3.3 .
(iv) Satisfaction.
Job satisfaction refers to "pleasurable emotional state resulting from the 
appraisal of one's job as achieving, or facilitating the achievement of one's 
job values" ( Locke, 1969 ). There are various types of satisfaction
measures ranging from a simple item ( Bomundo and Kopelman, 1980) to multiple 
items yielding an overall job satisfaction index ( Quinn and Staines, 1979; 
Taylor and Bowers, 1972; Warr et al. 1979; Weiss et al. 1967) ; and multiple 
clusters of items measuring specific satisfactions ( Cross, 1973; Katzell et
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Specific satisfaction regarding such frequently cited dimensions of work 
as the organization,pay, opportunities for promotion, the job itself, immediate 
supervisor and co-workers ( Cross, 1973 ) were considered in addition to 
satisfaction with workers' representatives. Respondents were asked to indicate 
how they feel about each of these aspects of work using a 5-point scale ranging 
from "Not satisfied at all" to "Very satisfied"#and scored from 1 to 5 
respectively , in the direction of increased satisfaction.
The scale exhibits a Cronbach's alpha of .76 . The mean of the item means 
is 1.9 , ranging from 1.5 to 3.2#and suggesting a tendency of increased 
dissatisfaction.
6.4.3 PERSONALITY MEASURES.
Three sets of items were used in the pilot study to assess Type A behaviour 
pattern, Locus of Control and Self-esteem.
(i) Type A behaviour pattern
According to Friedman and Rosenman (1959)# Type A behaviour is characterized 
by "an intensive, sustained drive to achieve self-selected but usually poorly 
defined goals; profound inclination and eagerness to compete; persistent desire 
for recognition and advancement; continuous involvement in multiple and diverse 
functions constantly subject to time restriction ( deadlines ); habitual 
propensity to accelerate the rate of execution of many physical and mental 
functions; and an extraordinary mental and physical alertness".
Bortner and Rosenman (1967) scale of Type A behaviour was used. Cooper and 
Davidson (1982) judge the scale as "one of the most widely validated and 
comprehensive of the Type A coronary-prone behaviour inventories" ( p. 177 ).
The 11 items used in the pilot study possessed a format different from the 
original scale. Instead of using a semantic differential item format as was the 
case in the original measure, a 5-point Likert type scale was employed. The 
anchors were percentages, namely "Nothing", "25%" , "50%", "75%" and "100%".
6 items refelcted the Type A behaviour characteristics and 5 represented Type B
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al. 1974; Smith, 1962; Smith et al., 1969 ).
"You try to do many things at once".
An example of the latter is : "You are easy going".
All items were scored from 1 to 5 in the direction of increased Type A 
characteristics. The scores for Type B behaviour' items were reversed.
The Cronbach's alpha is .69 . The mean of the item means is 3.7
(ii) Self-esteem.
Self-esteem is the "extent to which the individual believes himself to be 
capable, significant, successful and worthy" ( Coopersmith, 1967, P. 4-5 ).
Many measures of self-esteem have been examined ( Berger, 1952; Eagly,1967; 
Phillips, 1951; Rosenberg, 1963, 1965; Sherwood, 1968), and Rosenberg1s (1965) 
scale of self-esteem was used because of its shortness and balance for positive 
and negative responses.
The scale used involved 6 positively-worded items denoting higher self­
esteem, and 4 negatively-worded items indicating lower self-esteem. All items 
were rated on a 4-point scale ranging from "Strongly disagree" to Strongly 
agree" and scored from 1 to 4 in the direction of increased self-esteem. The 
scores for negatively worded items were reversed.
It  should be noted that the scale was not applied to a ll the pilot study 
sample owing to some difficulties. For example, the majority of respondents 
interviewed could not understand the meaning of item 6 : "You take a positive 
attitude toward yourself", and asked for more clarification regarding Item 10:
" At times you think you are no good at a ll". Also, the majority of respondents 
provided similar answers to some items, particularly to Item 1: "You feel that 
you are a person of worth at least on an equal with others", and to Item 2:
"You feel that you have a number of good qualities", suggesting that these 
items are likely to be associated with socially desirable responses.
(iii) Locus of control.
Locus of control refers to a person's tendency to believe being responsible
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attributes. An example of the former is:
for the outcomes of his behaviour ( internal locus of control ), as compared 
to the tendency that his behaviour outcomes are not under his control, but rather 
under the influence of significant others, chance, luck, fate, etc. (Rotter,
1966).
11 items were drawn from Rotter's Locus of Control Scale covering beliefs 
in personal control over events, beliefs in others' control, and beliefs in 
virtual sources of control such as luck, fate,etc. 7 items represent internal 
locus of control and 4 items indicate beliefs in internal control. The subjects 
were asked whether they agree or disagree with each idea indicated by each 
statement. An illustrative example of the statements used is:
"Many of the unhappy things in people's lives are partly due to bad luck".
The scale could not be applied to a ll the sample because of some difficulties. 
For example, the majority of respondents interviewed answered in apparently 
contradictory ways to items regarding beliefs in virtual sources of control.
For example, most respondents agreed that "there is no such thing as luck"
(Item 8 ); but they did not disagree with the statement of Item 9: "Many of 
the unhappy things in people's lives are partly due to bad luck". This may 
suggest that the scale used is multidimensional. Also, same items were 
responded to in a similar way. For example, workers interviewed agreed with 
Item 9 : "How many friends you have depends upon how nice a person you are", 
possibly because of one's defensive reactions against self-denigration or 
devaluation.
6.4.4 ORGANIZATIONAL VARIABLES.
(i) Participation
Three items were used addressing workers' perception of indirect 
participation in discussion, representatives' performance and the relevance 
of the issues examined by workers' representatives. The items reflect the 
local characteristics of the participatory system. An example of which is :
"How often do you talk or discuss with representatives matters or problems 
that concern your work".
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Items were rated on a 4-point scale whose anchors differed from one item 
to another, and scored from 1 to 4 in the direction of increased participation.
Cronbach's alpha is .86 with the mean of the item means of 2.6 ranging 
from 1.3 to 4.0 ..
(ii) Communication.
Communication concerns the circulation of information regarding new 
regulations, decisions, happenings, claims, requests and suggestions. Items 
were rated on a 4-point scale, and rated from 1 to 4 in the direction of 
increased conmunications. An illustrative item is:
"When you submit a request, a claim, a suggestion or anything else to the 
management, how long do you usually wait to get a reply?"
The scale has a Cronbach's alpha reliability as low as .15 . The mean 
of the item means is 3.4 ranging from 1.9 to 4.1 .
( iii)  Interpersonal relationships.
The items composing the scale address the nature of the respondents' 
relationships with supervisors, -co-workers and representatives. 6 items were 
worded in the direction of positive relationships, and 5 items in the direction 
of negative relationships. An example of the items used is:
"Your supervisor is more aggressive' toward you in particular than toward 
other workers".
All items were rated on a 5-point scale ranging from "Not at a ll true"
to "Completely true",and scored from 1 to 5 respectively, in the direction of
increased supportive relationships. The scores for negatively-worded items 
were reversed.
Cronbach's alpha for the scale is very low ( a  - .2 6  ) . The mean of the
item means is 2.9 ranging from 2.0 to 3.5 .
6.4.5 EXTRA-ORGANIZATIONAL VARIABLES.
(i) Family-work interface.
Five items were used addressing family life  and work overlap, perceived 
work stressors affecting workers at hone, and family life stressors that
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exacerbate workers' strain at work. An illustrative item is:
"Shift work and overtime work disturb a lot your family life".
Items were rated on a 4-point scale ranging from "Not true" to "true"#and 
scored from 1 to 4 respectively, in the direction of increased strain from 
family-work interface.
Cronbach's alpha is .71 . The mean of the item means is 3.3 ranging from
3.1 to 3.5 .
6.4.6 COPING STRATEGIES.
Coping refers to overt ( behavioural ) or covert ( cognitive-affective ) 
attempts to tolerate, prevent, avoid or control perceived stressors. 7 open-
ended items were used to explore coping strategies likely to be used by workers.
Unfortunately the output ( the number of workers' responses generated ) were 
meager. Moreover, most responses ( reported coping strategies) were generally 
similar. For example, when asked. "What do you do when you have too much work?" 
the majority of answers were to do what can be done differing the remaining 
amount of work for the following- day.
Besides the foregoing open-ended items, a checklist composed of 42 
coping strategy statements were used. The majority of these statements were 
adapted from the coping literature ( Aldwin et al., 1980; Folkman, 1982;
Lazarus and Folkman, 1984; Osipow and .Spokane, 1983; Sidle et al, 1969 ).
Respondents were asked to te ll how often they think, do or behave the
way indicated by each statement. Each statement was rated on a 5-point scale
running from "Never" to "Every time" and scored from 1 to 5 respectively.
Cluster analysis employing Ward's Hierarchical method, yielded 4 clusters 
of coping strategies. Table 6.1 shows the items composing each cluster. It  
can be noted that the majority of items denote interaction-focused coping 
in Cluster I, tension-oriented coping in Cluster II, cognition-focused coping 
in Cluster I I I  and finally, situation-centred coping in Cluster IV.
Table 6.1 also exhibits Cronbach's alpha coefficient of intemal 
consistency for each cluster. The alpha coefficients for the four clusters
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Tableau 6.1 : Coping Strategy Clusters.
Cluster I  : COGNITION-FOCUSED COPING.
(37) Keep optimistic whatever the problem would be.
(33) Keep busy in order not to have time to think or to keep your mind 
off the problem.
(29) Issues are not important and are not worth worrying about,
(28) Compare your difficulties with others' problems.
(24) Compare your present with your past in the job.
(23) Life without problems has no charm.
(17) Read or listen to koran or religious talks.
(11) Seek the help of God.
(8) Draw upon your past experience, perhaps you have been in a similar 
situation before.
Cronbach's alpha reliability .71
Cluster I I  : TENSION-FOCUSED COPING
(2) Ignore the problem until you cool off.
(5) You do not carry your work worries home.
(9) Accept the problems because there is little  to do about.
(19) Try to see the humerous aspects of the problem.
(22) Drink too much coffee and/or smoke a lot than usual.
(27) Leave your work area and go somewhere.
(39) Do nothing about it.
(41) Leave the matter to time, time brings a solution to it.
Cronbach's alpha reliability .42
Cluster I I I  : INTERACTION-FOCUSED COPING.
(1) Talking about your problem with your family.
(4) Seek additional information about the problem.
(30) Seek the help of others at work.
(31) Learning more about yourself, you may be the source of the difficulti
(40) Discuss the matter with the individuals concerned.
Cronbach's alpha coefficient .44
2 2 3
Cluster IV PROBLEM-FOCUSED COPING.
(14) Concentrate on the aspects of job suffering from neglect rather than 
tackling simultaneously many aspects of it.
(18) Pay more attention to work problems than out-of-work problems.
(35) Pay attention only to problems that directly affect you.
(36) Share work problems with nobody.
Cronbach's alpha coefficient .58
Note : Numbers represent the coping item order in the questionnaire.
are generally low ranging from .42 to .71 .
6 . 5 IMPLICATIONS OF THE PILOT STUDY FOR THE MAIN STUDY.
(1) Many measures used in the pilot study were very short. Multiple items 
measures are necessary in the main study in order to tap the dimensions of 
the construct that a set of items purports to measure.
(2) Many measures were of low reliability. In order to improve the reliability 
of the measures to be used in the main study,, a careful attention should
be directed to the size of the measures, the design of the items, response
format and interview procedure.
(3) A number of items as well as the verbal anchors of the scales (response 
categories) were too long to be easily and adequately understood by 
respondents. Therefore, item verbosity should be cut down without rendering 
the item contents complicated or ambiguous.
(4) The 5-point scale format was examined to find out whether production 
workers can cope with the items associated with five response choices. It  
was observed that the 5-point scale format was feasible provided that the 
verbal anchors are kept as short as possible.
(5) Items composing various scales were worded in one direction only in the 
pilot study. For example, all role overload items were worded in the 
direction of increased perceived role overload. Therefore, to reduce the 
respondents' possible tendency to acquiescence, negatively- as well as
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positively— worded items should be included in each measure to balance for 
response bias.
(6) The application of the questionnaire measures in the pilot study contributed 
extensively to the determination and identification of the production 
workers' vocabulary of potential relevance to the main study questionnaire. 
Consequently, the translation of the main study measures from English into 
the local language w ill be somewhat eased by the performance of the pilot 
study.
(7) The descriptive statistics regarding each measure suggested the respondents' 
tendency to report greater task and physical working condition stressors, 
role conflict, pay stressors, promotion stressors, and disrupted family- 
work interface; and the tendency to report decreased role ambiguity, work 
satisfaction, and work participation. The implications of which are twofold: 
First, it provides a general idea about the perceived prevalence of seme 
stress sources and coping strategies. Second, it  helps in deciding upon
the directionality of scoring the items pertaining to these variables.
(8) The introduction of the questionnaire needs to be modified and enriched.
For example, the introduction of the pilot study started with: "I'm a 
student doing a research..".The word "research" may convey in the local 
language investigating workers' opinions and behaviours to disclose them 
to the management. Therefore, the word "study" is preferred to "research" 
because it is neutral in the local dialect. Additionaly, the questionnaire 
introduction did not inform the respondent how the answers w ill be treated 
aid the format serving for the presentation of results to the management.
METHOD (M A IN  S T U D Y )
We are continuously confronted by the 
necessity of developing new concepts 
and new ways of measurement. There
is hardly any measurement that is
generally recognized as fully satisf­
actory.
‘ F. Adler
2 2 7
7 . 1 INTRODUCTION :
It  should be noted, beforehand , that the research objectives, questions 
and hypotheses have been spelt out in Chapter V. It  is not necessary, 
therefore, to mention research objectives in the present chapter.
The pilot study has conceptually and methodologically been of great 
importance for the main study. The raison d'etre, as well as, the implications 
of the pilot study for the main study have been detailed in Chapter VI.
It  remains, therefore, to address the main study starting with a description 
of the method used, and deferring the examination of results, discussion and 
conclusions to the next chapters.
7 : 2 SAMPLE.
The investigation was carried out in a state-owned glass enterprise 
situated in the north west of Algeria, in the outskirts of Oran, the second 
large city. The unit ( enterprise ) produces different types of bottles, glasses, 
flat glass, safety glass ( automobile wind-screen ), and handicraft glass. 
Created in 1944, the factory has since known a progressive expansion, 
particularly after independence. Presently, the enterprise comprises two large 
production departments : Glass Blowing Department and Flat Glass Department; 
two small departments : Safety Glass and Handicraft Departments; and Supporting 
departments : Mixing ( raw material ) Department, maintenance Department etc..: 
The enterprise employs 1520 workers, most of them (i.e. 1035 workers ) 
working in the production departments. The opening section of the pilot study 
in Chapter VI provides more details concerning the research setting.
A sample of 110 male full-time workers were interviewed. The majority 
of workers interviewed come from the largest Glass Blowing Department 
( 59 workers ). Others were from Flat Glass Department ( 41 workers ) and 
Mechanical Workshop ( 20 workers ). The criteria adopted in the composition
CHAPTER V II  METHOD
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First : The subject should be a production worker excluding clerical, 
supervisory and managerial employees.
Second : The subject should have at least two years length of service in
the enterprise.
Third : The subject must be a full-time worker. Workers on trial period or
working on :• part-time basis were not considered.
Since it  was not feasible to obtain a random sample, the following sampling 
procedure was adopted : The lists of production workers were examined; as the 
lists did not contain a ll the necessary socio-demographic data, supplementary 
information was sought from the supervisors and the personnel department.
Every morning, two production workers were chosen on the basis of their 
availability at a particular time, and satisfaction of the criteria mentioned 
above. Each worker selected was approached by the researcher ( sometimes, in 
the presence of a supervisor ) and his permission was solicited after a very 
short conversation. Then, the worker was invited to a roan where the interview 
took place.
As indicated in Table 7 .1, the mean of the sample age was 34 years ( SD= 12 
years ). 61% of respondents were married, none divorced or widowed and 39% 
single . The level of education consisted of 33% illiterates, 23% having 
attended Primary School ( Fran 1 to 5 years schooling ), 32% Intermediate 
School ( From 6 to 9 years schooling ) and 12% Secondary School ( Fran 10 to 13 
years schooling ). The length of time worked in this factory ranged fron 2 to 32 
years, with an average of 8.4 years ( SD = 8.2 ).
The unit for computing the incane was Dinar ( 8 Dinars are equivalent 
roughly to £1'* at the time of the study ): The sample monthly salary ranged 
fron 1500 Dinars ( £ 187 ) to 3300 Dinars (£ 412 ). The mean was 2310 Dinars 
(£ 289 ) and the standard deviation (SD) was 440 Dinars (£55  ).
The sample characteristics permit the inference of some important features 
of the sample. The sample contains an important proportion of illiterate
of the sample were :
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workers, a characteristic that should be taken into consideration in 
designing the data collection instruments. Moreover, the sample looks 
relatively young. This is not a surprising demographic feature considering 
that 65 % of the Algerian population are aged below 25 years. The length of 
service is moderate : the median indicates that 50% of workers have so far 
worked no longer than 6 years, perhaps because of the dominant number of 
young workers and the organization's policy of recruitment of new workers 
owing to the expansion of most production departments.
TABLE 7.1 : Descriptive statistics of the sample socio-demographic 
characteristics ( n =110 ).
t% ■Mean SD
Intercorrelations ( r 's ).
(1) (2) (3) (4)
(1) Age. 34 12
(2) Tenure. 8.4 8.2 .87
(3) Income. 2310 440 .62 .62
(4) Education. 2.2 1.1 -.68 -.48 -.36
- Illiterate. 33%
- Primary 23%
- Intermediate 32% ■
- Secondary 12%
(5) Marital. .66 .56 .59 -.54
- Married. 61%
- Single. 39%
Note: "Age" and "tenure" were measured in years, "income" in Algerian dinars 
(8 dinars equal roughly £1 ) . 'Education' was scored as follows : 
illiterate = 1, Primary school ( 1 to 5 years ) = 2, Intermediate 
( 6 - 9  years ) = 3 , and Secondary ( 1 0 - 1 3  years ) = 4 . "Married" 
was scored 2 and "single" : 1. The observed correlation coefficients 
would have to be equal or exceed the value : ±.19 to be significant at 
the 5% level ( Two -tail test ).
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Another interesting feature is the moderate discrepancies in pay 
( bonuses included ). Considering the mean and standard deviation, it  can be 
concluded that the incane of approximately two thirds of workers ranged from 
1870 Dinars (£ 234) to 2750 Dinars (£ 344).
Further insight into the sample characteristics is gained by examining 
the intercorrelation among age, education, marital status, income and tenure.
It  can be seen in Table 7 .1, that age correlates substantially with tenure 
( r = .87 ). A moderate association exists between tenure and income ( r = .62 ) 
indicating the longer the tenure the higher the income. The relationships of 
the level of education to other socio-demographic are interesting. Workers 
with higher level of education tend to be younger ( r = -.68 ), Single (r = -.54), 
less paid ( r = -.36  ) and having short tenure ( r = -.48 ).
It  should be noted that the main study sample did not include workers 
interviewed during the pilot study.
7 . 3 INTERVIEW PROCEDURE.
Access to the enterprise was facilitated by the administrative formalities
of the pilot study performed four months before the main study. Before the end
of the pilot study, the Personnel Manager and the head of the training services
accepted the researcher's request to conduct the main study expected to 
rdcommence on 3 February, 1985, and to last for two months. One week before
the agreed date, the personnel manager was reminded of the pilot study date,
and a notification was issued by the personnel department to the heads of :
departments to inform them about the date of the study. Actually, the heads
Fof departments and supevisors were informed while carrying out the pilot study. 
Therefore, the notification serves only as a formal recall of the date of the 
main study.
Throughout the period of the data collection, and before the start of 
each interview, the following preliminary precautions were observed :
ONE : The roan serving as a place for the interview must be close to the
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shop-floor concerned, and should not be an administrative office, security 
office, or union-party office. This is to avoid any connotation these places 
may suggest to the interviewed worker, and to enhance his confidence in the 
researcher as a neutral person with no. link with the management, or with 
workers1 representatives. Therefore, the roans preferred were those used for 
miscellaneous purposes ( or spare ones ), where the interviews can be carried 
out without great disturbances ( noise or interferences ).
TWO : The look. or appearance of the researcher matters very much in the 
interview. Wearing a smart suit and carrying a briefcase by an interviewer 
is sufficient enough to arouse a workerfr.s fear, suspicion, and embarrassment. 
Care was taken to avoid any appearance that may attract the attention of 
workers in the factory.
THREE : To promote workers' impression of the researcher's neutrality in the
factory, the researcher avoided frequent contacts with management personnel- , 
worker's representatives, security officers, head of departments and 
supervisors. Also, the researcher used the facilities usually utilized by 
workers, such as the factory restaurant and buses. (Provided by the enterprise 
for the workers1 transportation).
The introduction of the interview to the worker proceeded in the 
following manner :
First : The researcher introduced himself to the worker in the interview 
room, as a student at the University of Oran. The researcher's study in the 
university consists of understanding the experience of workers with their jobs 
and also how the enterprise in which they work functions. Additionally, to 
justify the raison d'etre of the interview. , the researcher explained :
" Because the study in the University is more theoretical than practical, I 
decide to leam directly from workers themselves : how they see their work, 
what kind of problems they face, how they solve them. So, I'm actually teaming 
from workers ".
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In considering this first part of introducing the interview, many points 
need clarification :
- The researcher avoided using the lexical equivalent ( in the local language ) 
of the word "research" or "investigation" and preferred to use "study" 
instead, for fear that the equivalent word in the local, language for these 
terms may be associated with gathering information on seme workers's sensible 
opinions and behaviour, to disclose them to the management. The term "study", 
therefore, is a neutral word in dialect, connoting collecting information
for educational purposes.
- The researcher preferred to introduce himself as a student in the University 
of Oran ( student in the dialect automatically means undergraduate and not 
postgraduate student ), instead of "a researcher or postgraduate'student doing 
a research to obtain a Doctorate in Great Britain". This manner of describing 
the identity of the researcher is likely to deeply impress the.workers and 
widen the gap between the perceived status of the interviewer and the perceived 
status of the interviewee. Oil the contrary, workers from different educational 
backgrounds seemed familiar with students frequently attending the factory 
for short training periods, to administer short questionnaires for a 
short period, as part requirements of their courses.
- The term "Psychology" was avoided. Instead of saying in the introduction :
"I an a student in psychology ( or in the Department of Psychology ) at the 
University of Oran", the researcher preferred to describe in simple and
general terms the subject matter of the study ( as mentioned earlier ), to
dismiss the term "PsychologyA person who describes himself a psychologist 
or student in psychology is likely to be perceived by lay people as able to
"read through the head" of ;his interlocutor.
Second: The description of the subject matter of the questionnaire ran
as follows ; " I  have questions about your work,, what kind of difficulties 
and problems you have encountered in the factory; what you do about them, the 
effect of work on your feelings and your health, and about other things".
It  should be noted that such concepts as "stress", "stressor", "strain", 
"coping" were avoided in the description of the topic because of the ambiguity 
that shadows such terms.
Third : The researcher encouraged the respondent to dispel his fears and
wear off his reservations by adding : ". ..There is no right or wrong answer- ;
Every worker has his own opinion, sees his work in his own way, has his own
difficulties and problems, and his own ways of tackling them. One cannot say 
that this worker is right and that worker is wrong. As I would like to interview 
as many workers as I  can in this factory, every day two workers are invited 
for interview provided that the production is not disturbed. You have been 
invited for the interview today because I can talk with you for sane time 
without disturbing the production".
Perhaps in this way, the respondent knows why he ( in particular ) was
chosen for the interview, and he is encouraged to answer frankly the questions.
Fourth : To enhance the feeling of security of the worker and motivate him
to answer as frankly as possible, the addition of the following statement was 
indispensable : "... Your answers and those of many workers like you w ill be 
transformed into mathematical form, so that individual cannot be identified.
For example, the results w ill say how many workers have such or such problems; 
how many workers solve some problems in this way and how many solve them that 
way. Anything you say in this interview is completely confidential. To 
maintain this complete confidentiality . I'm not going to ask you your name, 
because it  is not needed in my study".
Following the general introduction of the interview, the researcher 
proceeded to interview the respondent by reading first the introduction specific 
to each measure. Measure introductions were kept as short as possible. They 
aimed at stressing and reminding the respondent of some points likely to 
motivate him, that were briefly mentioned in the general introduction of the 
questionnaire. The following illustrative example is the introduction of locus 
of control scale ( All questionnaire measures can be found in the Appendix.):
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" Once again I'd  like to know your opinions about general things of life.
There are no right or wrong answers. Let's have an example : ' Do you believe 
a kid can usually be whatever he wants to be when he grows up' . Some people 
may agree with it, sane others may disagree with it. Shall we say the first 
group of people are right and the second group of people are wrong ? No, there 
is no wrong or right answer .There is no good or bad idea. The only difference 
it makes is that people are not alike. Everyone has his own way of thinking, 
his own opinion about some aspects of life . Here, are some statements about 
sane aspects of life in general. I'd  like you to te ll me whether you agree or 
disagree with each statement. If  you want me to repeat a question, please do so."
Regarding each measure three things are read to the respondent : (a) The 
scale introduction together with the leading question, (b) response categories 
( response formats ), (3) Items ( whether statements or questions ).
The order or the sequence of presenting the three measure components 
was as follows :
Firstly : Reading the introduction of the measure including the leading question
as illustrated by the foregoing example of Locus-of-Control Scale introduction. 
Secondly : The response categories ( most response categories had the format
of a five-point scale ).
Thirdly : Reading the first item ( statement or question ), immediately
followed by the five-response choices.
Forthly : Then, the researcher proceeded to read the next item followed also
by the five-response categories. This procedure was repeated until a ll the items 
of a> scale measure were exhausted.
All the items of the questionnaire measures were read as worded. The order 
of the scales remained similar across a ll interviews. During each interview, 
the sequence of the scaleYwas : (1) Socio-demographic, (2) Perceived Work 
Stressors, (3) Perceived Strain ( Anxiety, Depression,'Dissatisfaction, and 
Psychosomatic Complaints sub-scales'), (4:) Contextual measures ( Family-Work 
Interface, Supportive Relationship, and Participation sub-scales ), (5) Personality
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measures ( Type A/B Behaviour Pattern, Locus of Control, and Self-Esteem scales),
(6) finally, Coping Strategy Checklist.
Many reasons justify this questionnaire measure order :
First : Conceptual and temporal order : As strain'and coping take place
following the experience of work stressors, and as coping is trigged after 
experiencing work stressors and associated strains; therefore, perceived work 
stressors sub-scales were presented first, followed next by strain sub-scales 
and finally by coping checklist.
Second : Degree of sensitivity of the questions that form the scales :
Contextual measures involved many sensitive questions. For example, Supportive 
Relationships and Participation Scales address such sensitive areas as the 
relationships of the respondent with his co-workers, supervisor and 
representatives. Therefore, these contextual measures come before the end of 
the questionnaire measures. Another example, is that Perceived Work Stressor 
sub-scales differ in their degree of sensitivity. Therefore, Role Overload 
sub-scale come first as the questions generally addressed the task and not 
people. However, more sensitive areas as career stressors, role conflict and 
role ambiguity that involved others as a source of stress, were left to the 
end of the work-stressor sub-scales.
Third_: Variety. In order to introduce some change in the item content, 
personality measures were introduced half time through the interview. For 
example, Locus-of-Control scale items invite the respondent to reflect on a 
wider range of life aspects, and not only on his working life  as the previous 
scale items did.
Responses were recorded immediately in the form of worded anchors instead 
of writing down the corresponding score. For example, if  a respondent selects 
the response category : "sometimes11, this response was written down literally 
avoiding the use of respective score. The reasons are twofold :
First : Recording the scores in the presence of the respondent is very likely
to puzzle him. Intrigued, the interviewee may try to vary systemtically his
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responses to break through the scoring system.
Two : Scoring of responses during the interview is prone to errors, especially, 
when the items are sometimes negatively worded, and sometimes positively worded, 
regarding the characteristics assessed by the scale ( and consequently, scoring 
sometimes need to be reversed ). This was the case with the majority of the 
measures used in this study .
The scoring was performed ( at home ) after the completion of each 
interview. The average time required by each interview was 2 hours and 45 minutes. 
Seme interviews necessitated only 2 hours and some others exceeded 3 hours and 
30 minutes, depending on the level of instruction and the characteristics of 
the respondent. The interviews were a ll carried out during working hours 
( usually from 9,;p;m. to 5 a.m ), at the rate of 2 interviews per day except 
the weekends ( In Algeria, the Weekends are : Thursday and Friday instead of 
Saturday and Sunday ), for 74 days ( from 3rd February to 17lb April 1985 ).
A total of 110 interviews were achieved. One interview was not completed 
because the respondent was called- during the interview, and therefore ignored.
7 . 4 TRANSLATION PROCEDURE.
The question of translation needs an introductory discussion. Language is 
a cultural artifact that reflects the patterns of perception, thinking, emotion, 
and behaviour of a community, language shapes, to a great extent, the cognitive 
structure of those who speak it  ( Sapir,' 1931; Whorf, 1956 ). However, 
translating is equivalent to adjusting a culturally-determined cognitive- 
affective structure of a society to- another society cognitive-affective pattern, 
despite the large differences that may exist between the two socio-cultural 
systems.
Considering the cross-cultural dilemma of measure translation, a plausible 
and most popular technique of translation termed "back translation" is described 
by Mitchell (1965) as follows : "First, the original instrument is translated 
into the local language, and then another translator independently translates
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this translated version back into the original. The original and retranslated 
versions are compared and the discrepancies are clarified". This procedure 
contributes to the identification of semantic discrepances between the two 
languages.
However, according to Deutscher (1978), back translation "can in still a 
false sense of security in the investigator by demonstrating a spurious 
lexical equivalence ... It  is not sufficient to know simply that the words are 
equivalent. It  is necessary to know the extent to which those literally 
equivalent words and phrases convey equivalent meaning in the two languages or 
cultures" ( underlines added ).
Therefore, Deutscher (1978) proposes the following :
(1) The necessity that the researcher be familiar with the cultural milieu of 
which the language is a part.
(2) Effort should be oriented towards obtaining conceptual equivalence without 
concern for lexical comparability.
These recommendations actually reflect the wisdom of the Arab proverb : 
"with every language a (different) man". ( Cited in Blanc, 1956 ).
With reference to the Algerian society, particularly the north-west of 
Algeria where the research was carried out, the spoken language ( the dialect ) 
differs more or less from Standard Arabic ( Academic Arabic Language as taught 
in educational organizations ), and French. The words and expressions pertaining 
to Arabic and French are altered, shortened or deformed in day-to-day language. 
Therefore, the relationships of the local dialect to its sources have the 
following forms :
(a) Words drawn from Arabic without modification.
(b) Words derived from Arabic with alterations ( These constitute, perhaps, the 
majority of the local dialect vocabulary ).
(c) Words derived fron French with alterations.
(d) Words derived from neither Arabic nor French.
To map people in the North West of Algeria according to the spoken
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language, the following categories apply :
(1) Those who speak Standard Arabic and Dialect but little  French .
(2) Those who speak French and more or less Dialect, but little  Standard Arabic.
(3) Those who speak sufficiently Standard Arabic, French and Dialect.
(4) Those who speak Dialect and little  Standard Arabic and French.
If  this configuration of people in terms of spoken language is applied 
to the industrial organization, one finds that managers, heads of departments, 
engineers, technicians and the majority of managerial personnel are of the 
category (2). On the other hand, shop-floor workers represent generally the 
category (4); This linguistic map has deep implications for the design of data 
collection instruments. If  this study is concerned only with managers or 
engineers, a questionnaire edited in French is most appropriate, because if  it 
is written in Standard Arabic, the Investigator is obliged to translate many 
terms and expressions into French in order to be assimilated by the majority 
of managers or engineers. However, as the prime concern of the present study 
is centred on production workers, the questionnaire measures must be worded 
in dialect. If  it  is edited in French, for example, the measures become 
largely incomprehensible.
The translation and the validation of the translation have passed through 
four stages :
First : Questionnaire measures were a ll translated into the dialect. The
criteria of translation capitalized on the conceptual equivalence more than 
lexical equivalence . When two expressions in dialect conveyed roughly the same 
idea they were recorded to be discussed in later stages. It  should be noted 
that the pilot study had substantially contributed to the identification of 
expression and words that are more frequently used by production workers 
than others.
Second : The translated measures ( using arabic characters ) were checked
item-by-item.- in the presence of a teacher in the department of psychology at 
the University of Oran. ( He was reading for diploma and M.Sc. in Applied
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Psychology in the United Kingdom, and spoke Arabic, French, English and the 
local dialect ). After . explaining the objectives of the research, the 
motive of the inclusion of each measure,and the criteria used in the translation, 
we proceeded with item-by-item comparison of the original and the translated 
measures,,to discuss the extent to which each pair of versions were equivalent 
in meaning . Sometimes, problems occurred when the original item was judged 
not clear enough for translation; therefore, the original version ofi.the item 
was rephrased and then translated. Also, sometimes the Dialect offerred 
alternative words or expressions. In this casejf. a concensus was not reached 
concerning which alternative is more frequently used by production workers, 
the alternative words or expressions were recorded and deferred' to subsequent 
stages.
Third : A psychologist practitioner was contacted. He held a degree in
industrial psychology ( Licence ) in 1978 from the University of Oran, and 
has since worked in the National Enterprise of Gas and Electricity. He spoke 
Standard Arabic, French and Dialect. As he has been working in the training 
department, his contacts with workers from different levels of the hierarchy 
were frequent. Owing to these qualities, his contribution to the validation 
of the translation was twofold :
(a) Having outlined the research objectives,and the criteria adopted in the 
translation, the researcher read the doubtful translated items, one at a 
time, and asked the practitioner to explain in his own vocabulary what he 
understood from each item. Since the practitioner did not speak English, 
he was not biased by the original meaning of the item. Then,the researcher 
compared the meaning of the English version of an item and the 
description' of that item meaning made by the practitioner. When a need 
was felt for an alternative expression, the practitioner was explained the 
meaning of the original English version in Arabic or French, and asked to 
suggest a more appropriate expression.
(b) The practitioner, owing to his experience, was asked to judge whether the
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translated items can be understood by illiterate workers.
Fourth : A pretest of. the questionnaire measures was finally carried out
on two workers from two main departments : a glass-cutter fron the department 
of flat-glass,and a bottle inspector from the glass-blowing department. They 
had 4 and 10 years tenure respectively. The purpose of the interview was to 
test the translation and the feasibility of the five-point response categories. 
Generally, the dialect version did not pose serious problems in understanding. 
The five-point response choices were feasible when kept short, and repeated 
every time an item was read to the subject. The two subjects were not included 
in the main study sample.
7 . 5 QUESTIONNAIRE MEASURES.
Research objectives, research questions and hypotheses formulated in 
Chapter V involve the following groups of variables : (1) Perceived work 
stressors; (2) Reported strain : anxiety, depression, dissatisfaction, and 
psychosomatic complaints; (3) Coping strategies; (4) Contextual variables : 
family-work interface, supportive relationships, and participation; ■’!
(5) personality variables : type A behaviour pattern, locus of control, and 
self-esteem; (6) Socio-demographic variables : age, marital status, education, 
income, and tenure.
For each variable ( except socio-demographic variables ), a set of items 
•.was developed on the basis of stress and coping literature, the foregoing 
pilot study and the specificities of the Algerian glass works environment.
The Questionnaire is included in the Appendix.
7 .5.1 PERCEIVED WORK STRESSOR- MEASURES.
Work stressors refer to those characteristics of the job conditions 
( whether physiological or socio-psychological conditions ) that an individual 
perceives as affecting ( being painful, harmful* dysfunctional or threatning ) 
psychological ( cognitive-affective ) or physiological processes.
Items composing perceived work stressor questionnaire were drawn and
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adapted from sane important stress measures in the literature ( Billings, et 
al. 1977, Cairmann, et al. 1979; Ivancevich and Matteson, 1980; Moos, 1981;
Osipow and Spokane, 1983; Rizzo, et a l;1970 ), or designed to fit the socio­
cultural characteristics of the research setting arid the potential sample.
Perceived work stressor questionnaire was broken down into five different 
sets ( or sub-scales ) of perceived stressor items on the basis of their 
apparent contents:
(i) Role overload : It  was composed of 10 items. Generally, the items tapped
perceived excessive workload; the overlap of quantitative ( too much work ) 
with qualitative ( work complexity ); work overload; work threat to health; 
risk of accidents; underutilization of skills; and finally, physical working 
conditions. Seven items were negatively worded denoting more frequent 
work overload, and three items were positively worded indicating less work 
overload. An illustrative example of the former is :
"how often do you have too much work that you cannot finish in a normal 
work day ?"
An illustrative example of the latter is :
"How often do you have a right amount of work that keeps you busy without 
much pressure ?"
The response categories consisted of Likert-type five-point scale response 
format. However, owing to the content of the work overload items,6 /items were 
associated with response categories reflecting the frequency of work overload 
occurrences ( namely never, rarely, sane times, often, and always ). The other
4 items were acconpanied with anchors denoting the intensity of perceived work 
overload ( namely very little , a little , sane, a lot, a great deal ). Scoring 
concerning positively-worded items ranged from 1 ( Never / very little  ) to
5 ( Always / great deal ). Regarding the negatively worded items, the scores 
were reversed so that the higher the scores, the more frequent the perceived 
stressor occurrences.
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(ii) Role conflict.
Ten items were used to assess incompatibility of demands from co-workers, 
conflicting demands from superiors, and incompatibility of demands from 
workers, on one hand, and superiors, on the other. The items tapped, also, the 
misfit between the external demand and one's opinions, and imbalance between 
the task requirements and the availability of equipement and material.
Role conflict sub-scale involved six negatively worded items indicating 
increased perceived role conflict, and four positively worded items denoting 
decreased perceived role conflict. An example of the former is :
"You feel being caught between two opposite demands : demands from your 
workmates and demands from your supevisors".
An example of the latter is :
"You feel able to satisfy totalling different demands from different persons 
at work".
Ail the items were scaled on a five-point Likert type format. The five 
response categories and the scoring method consisted of the following :
" Every time" = 5; "Often" = 4 ; "Sometimes" = 3 ; "Rarely" = 2 ; and "never"= 1. 
It  is worthnoting that the positively worded items were conversely scored, 
so that the higher the. score, the greater the perceived occurrence of role 
conflict.
(iii)  Financial rewards.
This subscale contained 12 items. The statement contents covered : 
perceived mismatch between the pay and effort or experience invested in work, 
pay inequity, inadequacy of pay and bonuses compared with the cost of living, 
and the absence of sane due bonuses. Six items were negatively worded denoting 
the existence of greater perceived pay stressors, and six items were
positively worded expressing decreased perceived pay stressors. To illustrate: 
a negatively-worded item is: "The pay you receive is much lower than the
amount of effort and experience you put into your work".
An example of a positively-worded item is:
" Your present pay and bonuses enable you to make sane monthly savings".
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All items were rated on a five-point scale anchored and scored in the 
following manner : "Conpletely true" = 5 ; "Quite true" = 4 ; "Half true half not” 
-3 ; "Slightly true" = 2; and "Not at a ll true" = 1. With reference to positively- 
worded items, the scores were reversed in the direction of greater perceived 
pay stressors.
(iv) Career.
Career subscale measured the perception of the extent to which a worker 
was promoted, ambiguous criteria, and inequity in handling promotions by 
management, and the paucity of opprtunities for training. Among the nine items 
utilized, six were negatively worded to indicate increased perceived career 
stressors, and the rest of items were positively worded to express decreased 
perceived career stressors. An illustrative example of the former is:
"Working too hard or having a long experience has usually no effect on the 
way promotions are handled around".
An illustrative example of the latter is:
"You feel you are getting ahead.in this factory".
Items were rated on a five-point scale. The scoring ranged from 1 :"Not 
at a ll true", to 5 : "Conpletely true" . In case of positively-worded items, 
the system of scoring was reversed so that the higher the score, the greater 
the perceived career stressors.
(v) Role ambiguity.
Role ambiguity sub-scale comprised twelve items and purported to assess 
the lack of clarity associated with work scope, performance feedback, 
expectations of significant others, power relationships, regulations or 
instructions, and communications.
Eight items were negatively worded, expressing increased perceived role 
ambiguity,and four items were positively worded reflecting increased role 
clarity . An illustrative example of the former is:
"You are not clear about what to be done on your work, or why it  should be done"
An illustrative example of the latter is:
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"Regulations, rules and instructions that concern your work are clearly 
explained to you".
All items were scaled on a five-point scale format. Response categories 
and scores ran from. "Never" = 1, to "Always" = 5 , except positively-worded 
items which were conversely scored. This is to uniform the direction of scoring 
towards greater perceived role ambiguity.
(vi) Factor analysis of perceived work stressor items.
It  is recalled that the foregoing sub-scales of perceived work stressors 
were formed on the basis of the face content of the items. It  was suspected 
that certain work stressor categories may be very heterogeneous, and that 
certain items may tend to relate more to other stressor categories than to their 
own category ( or sub-scale ). Therefore, a ll perceived work stressor, items 
were submitted to factor analysis using principal component procedure .
The term "factor analysis" refers to various statistical techniques, " the 
single most distinctive characteristics of factor analysis is its data-reduction 
capability. Given an array of correlation coefficients for a set of variables, 
factor analysis techniques enable us to see whether sane underlying pattern of 
relationships exists such that the data may be 'rearranged' or 'reduced' to a 
smaller set of factors or components that may be taken as source variables 
accounting for the observed interrelations in the data" ( Kim, 1975a).
As the prime concern of the present research is to use a technique that 
permits the identification of a small number of variables that accounts for 
most variance in the data; or derives as much information as possible from 
the sample of perceived work-stressor items,'Principal Component serves 
sufficiently this objective.
Principal Component differs from other factor analysis procedures in that 
the main diagonal of the data correlation matrix is not altered but contains 
unities ( the correlation of a given item with itself ). Principal Conponent 
proceeds by extracting the first linear combination of variables that maximizes 
the explained variance more than other possible linear combinations. It  is,
2 4 5
therefore, the first conponent that best summarizes the linear relationship 
of the variables. The second conponent is the second most important linear 
combination of variables, accounting for the proportion of variance left after 
the removal of the variance explained by the first conponent. Subsequent 
components are extracted similarly until no more variance in the data is left. 
Theoretically, a ll variance in the data is exhausted by the extracted components 
that equal the number of the original variables or items. Practically, however, 
"much of the variance may be accounted for by the first few components, and in 
these cases the complete matrix of intercorrelation of variables may be of . 
little  interest" ( Edmunds and Kendrick, 1980, p. 199 ). In other words, it 
is likely that the small amounts of variance left are often due to idiosyncratic 
variations in the items or individual variables.
Therefore, Principal Component was performed. To aid the interpretation 
of factors, the in itia l matrix of factor loadings was rotated using Varimax method 
( Kaiser, 1958 ). Considering the rotated matrix of factor loadings, a few 
issues need to be examined :
First : Number of factors that best suit? the purpose of the study concerning
perceived-work-stressor data reduction.
Second : Deciding upon a cut-off point that identifies significant loadings . 
Third : Interpretation of retained factors.
With reference to the number of factors to be retained, a combination 
of three criteria was adopted. The first criterion consisted of retaining 
factors associated with eigenvalues greater than unity. Kaiser (1960), based 
on an early work of Guttman (1954), proposed this criterion as the best 
answer to the number of factor decision.
The second criterion was the examination of the Scree Test, a rule-of-thumb 
procedure for determining the number of significant factors to retain, 
advocated by Cattell (1965) on the ground that the factor variance levels off 
when the factors are largely measuring random errors. Usually, eigenvalues 
are plotted against ordinal eigenvector number or factor number.
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The third criterion adopted was the interpretability of components, that 
is the extent to which factor with small explained variance have a substantive 
meaning.
An examination of the Scree test, in Figure-<7.1 indicates that the number 
of factors whose eigenvalues are more than unity are H factors. Within the 
range of these 11 factors,the curve exhibits a smoothly decreasing slope, but 
starts to:level off at a point corresponding to the eighth factor. Considering 
the criterion of interpretability, seven factors yield the best interpretable 
configuration of factors.
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With reference to the cut-off point that demarcates significant loadings 
on a given factor, a loading as low as .30 was recommended by vChild (1970) as 
significant. However, a more stringent criterion was adopted in this study, 
that is , only those magnitudes of perceived stressor loadings on the retained 
factors that equal or exceed .50, were considered.
Table 7.2 shows the items composing each perceived work stressor factor, 
together with the corresponding significant loadings. The cumulative percentage 
of explained variance by the six factors retained amounts to 69%. The 
percentage of explained variance by individual components ranges from 4% to 
30%. Communalities ( the amount of the variance of a component that is shared
by at least one other component in the set of factors ) range from .41 to .83.
I n  figure 7 ,2, the seven factor loadings are depicted in a two dimensional
space of the two first factors. The isoplanes clearly display: (a) The item
clusters pertaining to each factor; (b) The location or configuration of these 
item clusters, (c) The extent to which the items reflect the proportion of 
explained variance accounted for'by the respective factors.
Three isoplanes are drawn around the items composing each factor :
The inner isqplanp surrounds items with 70% or more, of their variance accounted 
for by the respective factor. The next isoplane is drawn around items with 59% 
to 69% of their variance explained by the respective factor; and , finally, 
the outer isoplane encompasses items with 2^ to 58% explained variance.
It  remains, :however, to address the third and last issue related to the 
labelling of the factors retained. There exist two forms of factor 
interpretation : Interpretation performed in terms of the observed factor 
loadings without presupposition of any underlying construct on process; and 
interpretation made on the basis of a latent construct or process underlying 
the factor constituents : ( Coan, 1964 ). Since the purpose of performing 
factor analysis on perceived-work-stressor data_ is the reduction of items to 
a few item clusters,a descriptive approach to factor labelling was employed.
In table 7.2, the common denominator of the item pertaining to Factor I
Factor II
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with 25 to 58% variance.
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is financial reward or pay. Perceived inadequacy of pay in terms of its misfit 
to effort and experience, pay inequity ( as compared to others' earning ), 
incompatibility of pay with the cost of living and family needs, constitute 
the content of the factor. Therefore, The label "pay" describes sufficiently 
the theme common to the items of factors I . It  is worth mentioning that a 
short label as "pay" lends itself to recall and satisfies the criterion of 
wording parsimony. Rummel (1975) recommends that how well a possible factor 
label is mnemonic is an important property; " a one-or two-word name is much 
better in this regard than four-or five-word title, although perhaps slightly 
less descriptive" ( p.475 ).
Items composing Factor I I  in Table 7.2 relate to promotion. In addition 
to upward mobility, two items concern perceived lack of opportunities for 
training and skill development. So, the label that encompasses these perceived 
stressors is "career".
Factor I I I , as indicated in Table 7 .2, comprises items denoting 
incompatibility of expectations originating from others towards one's role, 
and misfit between the requirements of a role and the opinions of its occupant. 
Central to these items is the idea of role conflict. Therefore,Factor I I I  is 
named "role conflict" .
Unlike the foregoing factors, only five items form Factor IV. The item 
content articulates around high quantitative ( too much work load ) and 
qualitative ( incompatibility between the quality and quantity of work ) work 
load; and threat ( perhaps partly originating from excessive work load ) to 
health. Therefore, Factor IV can be named : "role overload".
Central to the content of items forming Factor V in Table 7 .2, is 
information circulation, disruption or inadequacy of communication channels, 
and the ambiguity of information; seem to be the common perceived source of 
stress. The label which looks more pertinent to Factor V is simply 
"communications".
Factors VI in Table 7.2, is composed of items tapping the ambiguity
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TABLE 7.2 : Factor items, loading?( ft, .50 ); communalities, explained
variances, means and standard deviations.
Factor I : PAY. Mean S.D Loa­dings
S 11 - The pay is much lower than the amount of effort 
and experience you put into your work. 4.10 .10 .9
S 17 - The pay looks right for the job you are doing 
( reversed scoring ). 3.95 .98 .89
S 22 - The amount of money you earn in this factory 
encourage? you to work harder and harder 
( scores reversed ). 3.86 .89 .84
S 19 - Your pay is much lower than that of people you 
know having similar job. 3.40 .72 .83
S 12 - Your pay has not increased at the rate you 
expected it  to be . 4.01 .80 .83
S 13 - You pay is higher than the pay of your relatives, 
neighbours, and friends working in industry 
( Scores reversed ). 3.43 .77 .83
S 15 - The way the pay is handled around discouraged 
hard work. 3.81 .91 .81
S 18 - Compared with two years ago, you are able'to afford 
a better quality of living ( scores reversed ). 3.09 .84 .79
S 16 - Your pay is much below the normal cost of 
living in this city. 4.45 .76 .79
S 21 - There is sometimes, a substantial increase in 
your pay ( scores reversed ). 4.16 ‘ .73 .78
S 20 - Seme bonuses that you think you are entitled to 
are not given to you. 4.91 .77 .73
S 14 - Your present pay and bonuses enable you to 
make some monthly savings ( scores reversed ). 4.06 1.13 .72
Percentage of explained variance : 30%
Coirmunality : .81
Factor I I  : CAREER. Mean S.D
Loa­
dings
S 27 - You do not feel you are getting anywhere on your 
job in the future. 3.60 1.09 .78
S 28 - You feel you are getting ahead in this factory 
( scores reversed ). 3.65 1.02 .77
S 23 - You feel you have stayed at the present rank for 
too long. 3.83 1.15 .77
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( CONTINUED )
S 30 - Working too hard or having a long experience has 
usually no effect on the way promotions are 
handled around. 3.41 .96 .71
S 31 - Good jobs, you think you are entitled to, are 
usually taken before you hear of them, in this 
factory. 3.28 .76 .71
S 25 - To be promoted in this factory, one must work
hard and have a good behaviour ( score reversed)* 3.32 .91 .68
S 29 - You are provided with opportunities for training 
to improve your skills. ( score reversed ). 3.42 .97 .64
S 26 - Most people who get ahead in this factory do not 
deserve it. 3.44 .83 .64
S 24 - For the kind of job you are doing, there is no 
chance for training .or for progress. 3.25 1.11 .58
S 47 - You get confused of the way promotions are 
handled in this factory. 3.44 .79 .56
Percentage of explained variance : 12% 
Communality : .74
Factor I I I  : ROLE CONFLICT. Mean S.D Loa­dings
S 34 - You feel being caught between two opposite
demands : demands from your workmates, and demands 
from your supervisors. 3.25 1.17 .90
S 33 - You receive demands, instructions, or requests tha' 
are totally different, from your superiors. 3.30 1.22 .89
S 35 - The instructions, demands, or requests you are 
asked to execute complement one another.
( score reversed ). 3.05 .91 .87
S 40 - What you are asked to do on your job, matches 
your own opinion or judgement ( score reversed) 3.44 .80 .82
S 39 - To satisfy some people on your job you have to 
upset others. 3.53 .74 .81
S 35 - Most of the demands and instructions you are 
asked to do go against your own opinion or 
judgement. 3.43 .85 .80
S 37 - You feel able to satisfy totally different 
demands from different persons at work 
( score reversed ). 3.32 .72 .80
S 32 - Some of your workmates want you to do one thing, 
and some other workmates want you to do something 
else totally different. 3.40 1.10 .76
Percentage of explained variance : 8%
Communality : .83
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Factor IV : ROLE OVERLOAD. Mean :S.D Loa­dings
"SI - How often do you have too much work that you cannot
finish in a normal work day ? 3.54 .92 .87
S3 - How often do you have a right amount of work that
keep you busy without much pressure?
( score reversed )• 3.56 .88 .87
S2 - How often are you annoyed by having to do many
things at the same time ? 3.53 .92 .8
S4 - How often does the high amount of work you have deeraase
the quality of the work done ? 3.14 .81 .76
S5 -r To what extent is your job harmful to your health ? 3.48 1.19 .56
Percentage of explained variance : 6%
Communality : .7
Factor V : COMMUNICATIONS. Mean S.D
Loa­
dings
S 46 - A lot of things happen in this factory without 
being informed. 4.00 .78 .78
S 50 - You are given enough information about what goes 
on in this factory ( score reversed )• 4.05 .74 .78
S 53 - You have little  information of what you need to 
learn about your work. 3.50 .76 .74
S 48 - It  is very hard to understand the purpose of 
many regulations and rules. 3.58 .74 .70
S 45 - Regulations, rules and instructions that concern 
your work are clearly explained to you.
( score reversed ). 3.28 .76 .66
Percentage of explained variance : 5%
Corrmunality : .41
Factor VI : ROLE CLARITY. Mean S.D
Loa­
dings
S 44 - You are not clear about what to be done on your 
work or why it  should be done. 1.65 .67 .78
S 42 - You know what has to be done or why it  should be 
done ( score reversed ). 1.58 .64 .72
S 51 - .You cannot know ( anticipate ) what your 
workmates expect you to do on your work. 2.54 .62 .61
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S 43 - You do not know whether you are doing well on 
your job or not. 1.96 .79 .60
S 49 - You feel you know ( or anticipate ) what your 
follow workers expect from you on the job.
( score reversed ) 2.43 .63 .60
Percentage of explained variance : 4% 
Corrmunality : .43
Factor VII : TASK. Mean S.D
Loa­
dings
S 9 - How often do you do the same things, on your job, 
over and over ? 3.55 .72 .74
S 7 - To what extent do you feel your work makes you use 
your skills and capabilities ? ( score reversed ) 3.55 .73 .72
S 8 - How often do working conditions ( machines, tools, 
noise, lighting, cold, heat, etc..) make your 
work hard and tiring ? 3.59 1.08 .57
S 10 -How often do working conditions make you work 
comfortably. ( score reversed ) 3.55 1.04 .57
Percentage of explained variance : 4%
Communality : .61
regarding one's role content, predictability of others' expectations,and lack 
of performance feedback. Therefore, the underlying dimension seems to be 
ambiguity. However,considering the mean and standard deviation for each item 
pertaining to FactorVI, three items have means below 2. This value corresponds 
to the response category "rarely ambiguous", and the two remaining items possess 
means approaching 3 , that is, close to a moderate level of ambiguity. Thus, the 
highest mean is 2.54 with a standard deviation of .62 indicating that only a
*
negligible proportion of individuals reported frequent instances of role 
ambiguity , whereas the majority reported high frequencies of role clarity. 
Therefore, perceived role clarity is much more salient than perceived ambiguity .
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Factor VI is, consequently, termed "role clarity" instead of "role ambiguity".
Factor VIIis the shortest. Those items with fairly high loadings ( Items 
7 and 9 in TahLe7.2 ) tap task monotony and simplicity. Two other items • 
concern physical working conditions. The. items generally concentrate on the 
physical characteristics of the task and the surrounding physical working 
condition?. Factor VUcan be called "task and working condition", and can be 
shortened simply to "task" implying the inclusion of physical working conditions.
(vii) Perceived work stressor indices .
Since Principal Component procedure was used mainly as an empirical 
classificatory device to form clusters of variables, the scores of items 
were sunned across the sample using their original metric instead of adopting 
derived weights of the item scores.
■ Therefore, seven composite indices ( sub-scales or variables ) corresponding 
to the seven factors extracted for perceived work stressors were created by 
adding the item scores forming each factor. The seven composite indices were: 
pay, career, role conflict, role overload, communications, role clarity and 
task.
Having constructed the work stressor indices, a question emerges : are 
these sub-scales reliable ?
To measure the reliability for Principal Component-derived indices, two 
methods are relevant: The first is Cronbach's alpha of internal consistency 
and the second is Theta reliability. Cronbach's (1951) alpha is a general 
formula that subsumes the Spearman-Brown prophecy formula and related Split-half 
methods, as well as Kuder-Richardson coefficients. Theta coefficient ( Armor, 
1974 ) is used when composite weighted scale items are derived by the principal 
component procedure aid orthogonally rotated. For a single factor solution, 
the reliability of the composite scores based on this factor is assessed by 
. the following formula :
0 = [n / (n-l)] jl - (1—>0 ] 
where X , is the first eigenvalue of a principal-component analysis, and P ' is the
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number of items. Armor (1974), specifying the circumstances appropriate to either 
of the two methods, state? that given a group of derived factors, one can 
construct unweighted scales using the highest loading items on each factor. In 
such circumstance empirical results demonstrate that'usually Alpha coefficient 
is superior in magnitude than Theta coefficient for multiple factor solution.
Since the composite scales of the factors with unweighted items were used 
with respect to perceived work stressors,Cronbach's. alpha of internal consistency 
is more relevant.
Table 7.3 shows the intercorrelations, mean, standard deviation and 
Cronbach's alpha coefficients of internal consistency relative to the composite 
indices of work stressors. Internal consistency coefficients range from moderate 
( ex = .75 ) to high ( a = .97 ).  All perceived work stressor sub-scales, 
therefore, can be used as reliable variables in subsequent analysis, except 
the sub-scale of role clarity. This composite index is ignored because, 
contrary to other subscales measuring different aspects of work stressors that 
are perceived as salient characteristics of work stress ,v role clarity is . • 
associated with negligible frequency of ambiguity and therefore cannot be 
considered as a salient source of stress.
In addition to the earlier composite sub-scales'of perceived work stressor^, 
a general index of perceived work stressors was constructed by summing items 
scores belonging to a ll perceived work stressor sub-scales, except those 
pertaining to role clarity sub-scale for the reason mentioned earlier. This 
overall scale of perceived work stressors exhibits a substantial alpha coefficient 
of internal consistency ( cf = .94 ).
The correlations among perceived work str,essor sub-scales range from 
weak to moderate, indicating their relative independence to one another. The 
overall index of perceived stressors is highly related to career stressor 
sub-scale ( r = .80 ), and moderately associated with Pay stressor ( r = .71 ), 
Communication stressor, (r = .62), Work overload/ r = .61), Task stressor 
( r = .56), and Role conflict ( r = .52) sub-scales.
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TABLE 7.3 : Intercorrelations of perceived stressor indices ( sub-scales ),
Cronbach's alpha coefficients of reliability, means, and 
standard deviations (S.D)  ( n = 110 ).
Perceived work stressor 
indices.
Intercorrelations Mean S.D Al­
pha(1) (2) (3) (4) (5) (6) (7)
(1) Pay. 3.85 .74 97
(2) Career. 60 3.47 .80 94
(3) Role conflict. 14 33 3.25 .80 94
(4) Overload. 42 34 06 3.45 .79 91
(5) Communications. -31 52 24 17 3.68 .65 87
(6) Role clarity. -26 -21 01 -17 14 2.04 .48 77
(7) Task. 26 25 19 32 20 -16 3.56 .69 75
(8) Overall stressor 
index. 71 80 52 61 CT) ro i i-1 CO 56 3.54 .48 94
Note: Decimal points are emitted for correlation coefficients and Alpha 
coefficients of internal consistency. The overall stressor index 
is formed by summing the item scores of a ll stressor sub-scales 
except role clarity sub-scale. Figures are rounded to two decimal points.
r = .19, ( P < .05, two ta il test )
r = .25, ( P < .01, two'tail test )
In summary, perceived work stressor items were in itia lly categorized on
a priori ground into five perceived work stressor sub-scales. Then, Principal 
Component procedure was performed yielding^  seven orthogonally-rotated components 
( factors ) explaining a total of 69% variance.The retained seven factors were 
named : Pay, Role conflict, Career, Communications, Role overload, Role clarity 
and Task. Seven perceived work stressor indices ( composite sub-scales ) were 
constructed by summing the scores of items, loading highly ( equal or greater 
than the cut-off point : .50 ) on their respective factors. Cronbach's alpha 
coefficients of these unweighted composite sub-scales of perceived work stressors 
ranged from moderate (0 = .75 ) to high (C* = .97 ). One sub-scale, namely,
"role clarity" was not retained for subsequent use as it was ‘associated with 
negligible perceived role ambiguity. An overall index was formed by summing
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the scores of the retained sub-scales of perceived work stressors.
7 .3.2 COPING STRATEGY MEASURE.
Coping refers to cognitive-affective, -and behavioural attempts to deal 
with ( e.g. master, control, tolerate, avoid, redefine, etc..) perceived work 
stress-inducing conditions.
In the main study,35 .coping items ( coping strategies ) were adopted from 
the coping literature ( Aldwin,et al. 1980; Lazarus and Folkman, 1984; Pearlin 
and Schooler, 1978; Sidle, et al. 1969 ),or designed to match the socio-cultural 
environment and the sample characteristics. The items used were supposed to 
cover behavioural, cognitive and emotional coping attempts. Respondents were 
asked how often they have thought or behaved in the way described by the coping 
statements when faced with problems, diffi'culties, hassles and painful 
experiences at work. The five-response choices and the scoring of each coping 
statement consisted of: "Never" = 1 ; "Rarely" = 2 ; "Sometimes" = 3 ; "Often" = 4 ; 
and "Always" = 5, so that the higher the score the more frequent the use of a 
coping strategy.
(i) Factor analysis of coping items.
To reduce the coping items to a few factors that summarize the information 
in the data, principal component procedure was used. The in itial matrix of 
item leadings was rotated by means of Varimax method. The decision concerning 
the number of components to be retained was made on the basis of three criteria: 
First : The loadings should in itia lly be associated with eigenvalues not less 
than one.
Second : The Scree Test, based on plotting eigenvalues, roughly identifies
the number of factors at the level of which the curve levels-off. (Figure 7 .3 ) 
Third : Selecting the best interpretable configuration or set of components
within the range of factors determined by the two previous criteria .
Therefore, 8 factors were retained. They account for 62% of the variance. 
The cut-off point between high and low item loadings was set to .45 . Those
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item loadings equal or geater than .45 on a particular factor were considered 
Generally, the factors' items range from two to six items. Table 7.4 provides 
the type of items pertaining to each factor, factor labels, loadings, means, 
standard deviations, percentage of explained variance by each factor, and 
communalities.
On the other hand, Figure 7.4  displays the item clusters of the retained 
factors drawn in a two-dimensional space of the two first factors. Each factor 
is depicted by three isoplanes : the inner isoplane surrounds items with 70% 
or more of these variance accounted for by the respective factor. The next 
isoplane is drawn around items with 59 to 69% of their variance explained by 
the respective factor. Finally, the outer isoplane comprises items with 16 to 
58% of the explained variance. Thus, the figure provides a clear visual
factor items. The inner isoplane surrounds items 
with 70% or more of their variance accounted for 
by the factor. The second isoplane contains items 
with 59-69%, and the outer isoplane includes 
items with 16-58% variance.
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configuration of factors, their locations, and the importance of items expressed 
in terms of percentages of variance explained by their respective factors.
Factor I, in Table 7 .4 , involves items indicating greater religiosity as 
a way of dealing with work stressors and also some existential reflexions such 
as thinking that error is human, etc..Despite the apparent differences, the 
items seem to converge in that both religious beliefs and existential thoughts 
are external ressources the respondent resorts to, in order to cope with perceived 
stressful situations. Therefore, Factor I can be termed "extemalization" on 
the ground that this belief system is thought to have an inherent power that 
transcends the respondent and that aids him to manage, reduce, or control 
perceived work stressors.
Items composing Factor II,  in Table 7 .4 , reflect frequent interest in 
non-work activities such as hobbies and entertainment, and activation of social 
interaction with family member?and friends. The means of these items approaching 
4, indicating ( with regard to the five-point scale metric ) fairly high 
frequencies of coping through nonr-work activities. Consequently, Factor I I  can 
be labelled "Non-work activities".
Factor I I I  comprises items whose means show different magnitudes. That is, 
Item 25 indicates that respondent? rarely manifest their emotions in response 
to work stressors; it  follows that workers tend frequently to inhibit their 
emotional strains. Item 9 denotes that respondents transfer fairly rarely their 
emotional strains induced by work stressors to other objects or persons. So, 
workers tend to retain their tensions, anger or irritation,etc.., rather than 
shifting them to other objects or individuals. The rest of items reflect 
moderate frequency of withdrawing from the stressful situations by planning 
to be absent from work ( Item 15 ), and to leave the factory ( Item 21 ), or 
by doing nothing about the stressful situation ( Item 22 ). Additionally, it  
is possible, contextually, that Item 27 indicates that the respondents 
sometimes refrain from acting in order to think of other workers' ways of 
coping with a similar situation. On the basis of the foregoing analysis of item
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contents, it  seems that the label, "Withdrawal" applies to Factor II I .
Items composing Factor IV denote the evaluation of behaviour' capabilities 
and limitations. In addition, one item indicates the respondents' appraisal 
of the situation. Considering the item means, coping by evaluating one's 
conduct and limitations, and by appraising the situation was frequently adopted 
by respondents. As the process of evaluation is present across the three 
coping strategies, the labelling of Factor IV as simply "evaluation" is 
warranted.
Factor V is composed of item suggesting active coping, that is, working 
harder and harder, perhaps to overcome the difficulties encountered ( Item 18 ), 
tackling work stressors according to their priorities ( Item 19 ), and, finally, 
increasing one's control of work difficulties through learning ( Item 31 ).
The item means suggest that respondents frequently resort to these strategies. 
Since the idea underlying the three items is active coping or taking action, 
the simple term "Action" is , therefore, selected to sumnarize the items of 
Factors V .
The items relative to Factor VI indicate that respondents rarely confront 
other workers concerned with the issue ( Item 32 ), and rarely explain their 
difficulties to their supervisors ( Item 10 ). Respondents also tend sometimes 
to discuss problems that come up with workers concerned, and sometimes seek 
an intermediate solution perhaps to satisfy the opponents and, hence, to 
reduce their pressures;or perhaps, is a device to protect against or to avoid 
their pressures.
Central to these items is the idea of avoidance ( avoidance of confrontation, 
avoidance of explaining difficulties,etc..). Therefore Factor A/I can be called 
"avoidance". It  should be noted that "avoidance" here differs from "withdrawal"
( the label of Factor I I I  ) in that "avoidance" does not necessarily take 
place as a result of the experience of work stressors, but the threat may 
be anticipated, and therefore avoided. Withdrawal, however, follows the 
experience of a stressful situation, and often ( although not necessarily )
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TABLE 7.4  Factor items, loadings ( > .4 5  ), communalities, explained variances 
means and standard deviations.
Factor I  : EXTERNALIZATION. Mean S . D Loadrings
C 3 0 You read or listen to Koran or religious talks. 3.45 1.27 .97
C 6 - You seek the help of God. 3.36 1.25 .97
C 12 - You engage in more and more prayer. 3.36 1.25 .96
C 24 - You think more and more about religion and God, 
when in difficulties. 3.44 1.19 .95
C 13 - You te ll yourself that for everything bad there is 
also something good. 3.41 1.11 .89
C 5 - You remind yourself that error is human. 3.48 1.11 .88
Percentage of explained variance 18% 
Communal i ty .55
. Factor I I  : NON-WORK ACTIVITIES. Mean S.D Load-'ings
C 8 - You become more engaged in the out-of-work
activities like watching T.V, tinkering, etc.. 3.63 1.37 .91
C 11- You get more involved with your children, wife, 
parents, relatives and friends. 3.75 1.2 .91
C 34- You set aside a certain time during the evenings 
and weekends when you do anything that is not 
related to work. 3.5 1.19 .87
Percentage of explained variance 10% 
Communal iiy  . 59
Factor I I I  : WITHDRAWAL. Mean S.D Load­ings
C 9 - You direct your tension, anger, irritation, caused 
by work problems, towards other persons or objects. 2.51 1.51 .73
C 15- Planning not to go to work the day after. 2.93 ■ 1.41 .67
C 25- You try to bring your feelings into the open. 2.25 1.37 .67
C 27- You try to remember how other workers in a 
situation like yours, handle the problems. 3.22 1.24 .59
C 21- When problems accumulate, you think of quitting 
this factory to another one. 3.13 1.49 .58
C 22- You do nothing about it. 3.05 1.26 .46
Percentage of explained variance 8% 
Communal i ty .45
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Factor IV : EVALUATION. Mean S.D
loadr
ings1
C 16 - You look at your conduct, what is wrong with it.
C 14 - You remind yourself your limitations: What-you 
can do and. what you cannot do.
C 2 - You try to understand what goes wrong.
3.99
3.85
4.1
.82
.86
.69
.89
.87
.58
Percentage of explained variance. 1% 
Communality .44
Factor V : ACTION. Mean S.D Loa­ding
C 18 - You work harder and harder. 3.99 .82 .75
C 19 - You set priorities among problems : which should 
be tackled first, wich second, etc.. 3.93 .73 .73
G 31 - You try to leam your work more and more. 4.15 .56 .70
Percentage of explained variance : 6% 
Conmunality : . 81
Factor VI : AVOIDANCE. Mean S.D
Loa­
ding
C 28 - You discuss the matter with the individuals 
concerned with the problem. 2.86 1.46 .74
C 32 - You face or confront the persons with whom you 
have problems. 1.95 .77 .61
c 17 - You look for an intermediate solution to the 
problem, with people concerned 3.25 1.3 .61
c 10 - You try to explain your difficulties to your 
superiors. 2.62 1.41 .49
Percentage of explained variance : 5% 
Communal ity : .95
Factor VII : TENSION REDUCTION. Mean S.D
Loa­
ding
C l-  You talk about your problems and difficulties of 
work with'your family. 2.15 1.34 .62
C 33- You reassure yourself that everything w ill be 
allright. 3.72 1.22 .60
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( CONTINUED )
| C 4 — You put a lot of humour and jokes in your
conversation with your workmates. 3.33 1.48 .48
Percentage of explained variance .: 5%
Communality .58
Factor V III : SUPPORT SEEKING. Mean S.D loa­
ding
C 29 - You discuss frankly with your supervisor the 
things that bother you;
C 3 - You seek the help of others at work.
3.0
3.14
1.38
1.42
.72
.52
Percentage of explained variance : 4% 
Communality : .86
takes physical form,that is, physical withdraw from a situation,
With reference to factor VII, the mean frequency of Item 1 suggests that 
workers tend rather not to talk about the work problems with their families, 
perhaps to insulate family life  from work stressors, or to forget and, therefore, 
to reduce related strain'. The two remaining items denote optimistic attitudes 
towards problem resolution and resort to more sense of humour in the interaction 
Therefore, these coping strategies concentrate on the reduction of affective 
strain induced by perceived work stressors, instead of focusing on the 
modification of these perceived stressors per se. Factor VII can be named 
by the underlying process: "tension reduction".
Factor V III is composed of two items indicating a moderate tendency of 
respondents to discuss with the supervisor work problems, perhaps to obtain 
some support from him. The other item suggests a moderate tendency to seek 
help. Hence, Factor V III can be labelled "support seeking".
(ii) Coping strategy indices.
It is recalled that items with loadings equal or greater than .45 were
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considered important elements in determining the content or structure of a 
factor. For each factor, items with high loadings were summed for each individual 
using the unweighted original scores of items. Coping indices constructed 
maintained their respective factor labels.
Cronbach's alpha coefficient of internal consistency was computed for 
each composite coping index ( coping sub-scale, coping pattern ). Table 7.5 
shows alpha coefficients of reliability, together with intercorrelation 
coefficients, means, and standard deviations. It  can be seen that the alpha 
coefficients for "externalization" and "non-work activities" are very high; 
those for "withdrawal", "evaluation" and "action" are moderate and acceptable. 
However, the alpha coefficients for "avoidance", "tension reduction", and 
"support-seeking" are insufficient. Since these last three coping indices fa il 
to reach an acceptable level of reliability, they are ignored.
Item score pertaining to the first five reliable coping indices were 
summed to constitute an overall index of coping. This overall coping exhibits 
a moderate and acceptable Cronbach1 s alpha coefficient of <.1757 as indicated 
in Table 7.5.
The intercorrelations among the first five coping indices ( or coping 
sub-scales ) suggest that these coping sub-scales are quite independent since 
the magnitudes of the correlation coefficients'are generally weak. The 
relationships of these five coping indices to overall coping index are all 
significant at ( P-<.01 ) and the magnitudes of these associations range from 
a fairly low ( r = .24 ) to a moderate ( r = .63 ) coefficient of correlation.
To summarize, principal component procedure and Varimax rotation revealed 
the existence of eight interpretable factors accounting for 62% variance. These 
factors were labelled : Extemalization, Non-work activities, Withdrawal, 
Evaluation, Action, Avoidance, Tension reduction, and Support-seeking.
These factors were transformed into coping strategy indices ( coping 
strategy sub-scales or patterns of coping strategies ) by adding the original
266
TABLE 7.5 : Intercorrelations of coping indices ( sub-scales ), Cronbach's 
alpha coefficient of reliability, mean and standard deviation 
( n = 110 ).
Coping indices. Intercorrelation. coefficients Al­
(1) (2) (3) (4) (5) (6) (7) (8)
Mean S.D pha
(a )
(1) Extemalization 3.4 1.14 98
(2) Non-work 
Activities. 16 3.62 1.17 92
(3) Withdrawal. 17 19 2.85 .89 72
(4) Evaluation. 07 -13 -07 3.98 .67 79
(5) Action. -15 02 -03 25 4.02 .55 66
(6) Avoidance. 09 16 -05 -06 05 2.67 .79 49
(7) Tension ■ 
reduction -01 07 15 06 08 20 3.07 .71 31
(8) Support-seeking 09 17 ,06 : 12 01 16 11 3.07 1.1 35"
(9) Overall coping 
Index. 63 63 54 30 24 14 09 4r7 3.58 .46 75
Note : Decimals are omitted for correlations and alpha coefficients. All 
entries are rounded to -two decimal points. The Overall Coping Index 
was constructed by summing the item scores of the first' five reliable 
sub-scales of coping.
r = .19 ( P^i .0 5 , two tail test )
r = .25  ( P-=z .0 1 , two ta il test )
scores of items with high loadings ( equal or greater than the cut-off point:
.45 ). The first five sub-scales exhibited fron high to moderate Cronbach's 
alpha coefficients of internal consistency, and were, therefore, retained for 
subsequent use. While the rest of coping sub-scales, namely, "avoidance", 
"tension reduction", and "help seeking" were excluded from further consideration 
because of their low reliability coefficients.
An overall index of coping was constructed by summing the items relative 
to the first five reliable sub-scales. Cronbach's alpha coefficient of this 
overall index was moderate, and the correlations with its component sub-scales 
were, generally, highly significant, although moderate in size. The five reliable
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sub-scales of coping strategies were quite independent to one another, owing 
to the low magnitudes of their intercorrelations.
7 .3.3 STRAIN MEASURES.
Measures that purport to assess psychological and psychosomatic strains, 
in the present research consist of anxiety, depression, dissatisfaction and 
psychosomatic complaints. In itia l measures of these strain indicators have been 
constructed and tested in the pilot study, and various alterations and additions 
have been introduced to the strain sub-scales in the main study.
(i) Anxiety measure
Anxiety is conceived of as an affective state consisting of "unpleasant, 
consciously-perceived feelings of nervousness and apprehension..."
( Spielberger, 1972). The scale used comprised 13 items principally adapted 
from Taylor's (1953) Scale of Manifest Anxiety and addressed, mainly, worries, 
nervousness or tension, and fear. 12 items were negatively worded so that an 
affirmative response indicates greater anxiety; and ' 2 items were positively 
worded denoting decreased anxiety. Some illustrative examples are :
"There are, many things you worry about at work".
"You feel fidgety or nervous as a result of your work".
"You have the feeling that you are-going to crack up".
"On your way to the factory, you are afraid of things that may happen to you 
at work".
All items were rated on a five-point response scale ranging from:
"never" = 1, to "every time" = 5, so that the higher the score, the greater 
the anxiety. Scores for positively-worded items were reversed in the direction 
of increased anxiety.
The 13-item scores were summed for each individual in the sample to yield 
a composite index of anxiety. The anxiety index ( or anxiety sub-scale ) has 
a moderate Cronbach's alpha coefficient of internal consistency (a = .68 ).
The mean is . 2.99 ( SD = .76 ), suggesting that approximately two thirds
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The intercorrelations of Anxiety Index with other strain indices, in 
Table 7.6, indicate that Anxiety sub-scale is moderately associated with . . 
Depression, and Psychosomatic Complaints ( r = .53 'and .59 respectively ), 
and weakly related to Dissatisfaction ( r = .32 ). However, anxiety sub-scale 
is highly correlated with the Overall Strain Index ( r = .83 ). It  can ber
concluded that 'Anxiety sub-scale can be considered as a relatively independent 
measure of work strain.
(ii) Depression measure.
Depression is conceived of as a mood state characterized, by a sense of 
inadequacy, sadness, hopelessness, passivity, agitation, helplessness, irritation, 
guilt, indecision and desinterest.
12 items were selected or adapted from Zung's (1965) Self-Rating Depression 
Scale to the work environment. This scale was-chosen . because of its shortness, 
abitily to differentiate the depressive reaction from anxiety reaction ( Zung, 
et al. 1965 ) and the easiness of the item wording.
The set of items used consisted of nine negatively worded items indicating 
increased feelings of depression, and three positively-worded items denoting 
decreased depression. Illustrative examples of the former are:
"You feel downhearted and blue at work".
"You feel you have little  or no interest in doing things at work".
Illustrative examples of the latter are :
"You feel calm and cannot be easily upset by work problems".
"You enjoy things you used to at work".
All the items were associated with five response categories scored from 
1 = "never", to 5 = "Every time". Scores relative to positively-worded items 
were reversed so that the higher the score, the greater the depression.
As indicated in Table 7 .6 , Depression sub-scale exhibits a high Cronbach's 
alpha coefficient (ex = .87 ). The mean: 3 .19, and the standard deviation:
.87 ,indicate that most cases report a moderate level of depression. Depression
of the respondents reported moderate frequency of anxiety.
sub-scale is highly related to Overall Strain Index (<£=. 83)but shows a moderate 
association with Anxiety Index ( r = .53 ) and Psychosomatic Complaints 
( r = .48 ), and a weak correlation with Dissatisfaction Index ( r = .39 ) , 
although, these correlation coefficients are highly-significant. It  seems, 
therefore, that Depression sub-scale is relatively independent from other 
strain..., . indices such as dissatisfaction, anxiety, and psychosomatic 
conplaints.
( iii)  Dissatisfaction measure.
Job satisfaction refers to "pleasurable emotional state resulting from 
the appraisal of one's job as achieving or facilitating the achievement of 
one's job values " ( Locke, 1969 ).
Because job satisfaction was used in the present study as an indicator 
of work strain among other indices, the construction of a short scale to 
measure satisfaction is warranted. A- satisfaction scale can be designed to 
measure a general attitude towards work in general, or to measure specific . 
satisfactions vis-a-vis particular work dimensions.
In the pilot study, the last approach was used, that is, satisfaction 
concerning specific work dimensions. It  was observed that the worker encountered 
only minor difficulties in understanding work dimension satisfaction. Therefore, 
most items used in the pilot study have been adopted, in the main study.
Recurrent work aspects addressed by satisfaction measures in the literature 
include: organization as a whole, pay, opportunities for promotion, the job 
itself, immediate superior, and co-workers ( Cross, 1973 ). The scale of work 
dissatisfaction used incorporates all these dimensions in addition to :
(a)- One item concerning satisfaction with workers' representatives.
(b)- One item measuring overall job satisfaction.
Of irrportance is Cook et al's (1981) recommendation to include in many 
cases measures of both overall job satisfaction and specific satisfactions. 
Therefore, the scale used operationalizes job satisfaction as a summation of 
feelings of like or dislike ( satisfaction / dissatisfaction ) vis-a-vis a
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number of work dimensions, namely: organization, supervisor, co-workers, 
workers' representatives, physical working conditions, task, promotion, 
participation, communication, and pay. A few illustrative examples are :
"How much do you like the way your workmates get along with each other".
"How satisfied are you with the working conditions such as lighting, temperature, 
safety, hygiene, etc..? "
The only item that addresses facet-free work satisfaction is:
"Considering the things you like and things' you dislike at work, generally 
speaking, how satisfied are you with your job as a whole?"
Items were scored onra 5-point scale ranging fron "Not at a ll" to 
"Completely" and ranged from 1 to 5 respectively, so that the higher the score 
the higher work .satisfaction. The item scores were summed to 
form an index of work • .satisfaction. It  should be noted that the negative 
label : "dissatisfaction" was preferred to " satisfaction" because it  was 
regarded as an indicator of affective strain among other strain indices such 
as anxiety, depression, and psychosomatic symptoms. - Therefore, the foregoing 
satisfaction-directed scoring was reversed in the direction of increased 
dissatisfaction. The item scores were summed to construct an index of work 
dissatisfaction.
Dissatisfaction Sub-scale has a high Cronbach's alpha coefficient (oc = .87 ) 
with a mean of 3.09 and a standard deviation of .5ft .Table 7.6 shows that 
dissatisfaction sub-scale is moderately related to the Overall Strain Index 
( r = .-58 ). With reference to other strain indices, weak correlation magnitudes 
exist between Dissatisfaction sub-scale and Anxiety ( r = .32 ), Depression 
( r = .39 ), and Psychosomatic Complaints ( r = .23 ). Therefore, Dissatisfaction 
sub-scale is a relatively independent index fron other strain indices .
(iv) Psychosomatic complaint - measure.
The term "psychosomatic" was used instead of "physical" complaints ( as 
is usually the case with many studies ) because these somatic symptoms are 
correlates of psychological strain. For example, anxiety and depression are
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TABLE 7.6 : Intercorrelations of strain indices, Cronbach's alpha coefficients 
of reliability, means, and standard deviations (S.D) n=110
Strain indices.
Intercorrelations
Mean S.D
Cron-
bach
Alpha(1) (2) (3 ) (4)
(1) Anxiety. 2.99 .76 68
(2) Depression. 53 3.19 .87 87
(3) Dissatisfaction. 32 39 3.09 .51 87
(4) Psychosomatic
complaints. 59 48 23 2 ;'71 .68 78
(5) Overall Strain Index. 83 83 58 77 3.00 .54 90
Note : Decimals for correlation coefficients and alpha coefficients are
omitted. All entries are rounded to two decimal points. The Overall 
Strain Index were formed by summing the item scores of the remaining 
four strain indices.
r = .19 ( P < .05, two ta il test )
r = .25 ( P < .01, two ta il test )
associated with such physical symptoms as insomnia, headaches, poor appetite, 
weight loss, decreased sexual activity, gastrointestinal troubles ( especially 
constipation ), increased heart rate, and physical fatigue.
Items related to psychosomatic complaints were selected from Gurin et 
a l.'s (1980) psychosomatic symptom inventory, and tested during the pilot 
study. The pilot study revealed that some items offended the respondent. 
Examples of such items were: Are there times v/hen you tend to cry easily?", and 
"Do you ever drink more than you should ?". These types of questions were 
avoided in the main study.
Among psychosomatic items used in the pilot study, a set of ten items 
was adopted in the main study. These items address such psychosomatic complaints 
as headaches, loss of appetite, stomach troubles, fatigue, increased heart rate, 
nightmares, dizziness, mental exhaustion, and general body ailments.
Some illustrative examples of the scale are :
' 'How often do you have headaches or pains in the head ?"
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"How often are you bothered by having an upset stomach?"
"How often do you have spells of dizziness ?"
The five-response categories and scoring range from "never" = 1, to "Almost 
always" = 5, so that the higher the score the more frequent the psychosomatic 
conplaints. The scores for each respondent were summed over the 10 items to 
form an index of psychosomatic complaints.
With reference to reliability, it  is worth mentioning that Quinn and 
Staines (1979), in their National Study of the Quality of Employment in the 
United States, Used an 11-item index of psychosomatic symptoms derived from 
Gurin et a l.'s  checklist, and reported an internal consistency reliability 
of .80 ( p. 235) . The 10 item version of psychosomatic complaints (drawn from 
Gurin et al's checklist) used in the present study show a Cronbach's alpha 
coefficient of .78 . The mean of the scale is 2.71 with a standard deviation 
of ,68 . The two statistical indices indicate that the reported frequency of 
psychosomatic complaints by the sample is slightly less than moderate.
Psychosomatic Complaints sub-rscale as shown in Table 6.6 relates fairly 
high to Overall Strain Index ( r = .77 ), moderately to Anxiety ( r = .59 ) 
and Depression ( r = .48 ), and somewhat low to Dissatisfaction ( r = .23 ). 
Although the intercorrelations are a ll highly significant ( P <.01 ), the 
strength of the relationships of strain indices ( anxiety, depression, and 
dissatisfaction ) to psychosomatic complaints are generally moderate, indicating 
that Psychosomatic Complaints sub-scale is a somewhat independent indicator 
of strain.
(V) OVERALL STRAIN INDEX.
The unweighted scores of the four strain sub-scales, namely, Anxiety, 
Depression, Dissatisfaction, and Psychosomatic Conplaints, were summed to 
construct an Overall Strain Index ( Overall Strain Scale ).
The mean of the Overall Strain Index is 3 , and the standard deviation is
.54 suggesting that approximately two thirds of the respondents report moderate 
level of strain.
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Overall strain scale, as indicated in Table 7 .6 , have a very high 
Cronbach's alpha coefficient of internal consistency, (a= .90). 
Intercorrelations among the scale and its components show that Overall Strain 
Index is highly related to Anxiety ( r.= . 8 3 ) ,  Depression ( r = . 8 3 ) ,  and 
Psychosomatic Complaints ( r = .77), and is moderately associated with 
Dissatisfaction ( r = . 5 8 ) .  In general, the magnitude of these relationships 
indicates that Overall Strain Index represents its constituent strain 
sub-scales.
7.3.4 PERSONALITY MEASURES.
Three dimensions of personality have been considered : Type A/B pattern 
of behaviour, locus of control, and self-esteem. For each of these personality 
variables, a scale has been designed involving items selected and adapted from 
some personality measures.
(i) Type A/B pattern of behaviour measure.
Type A behaviour pattern predisposes to coronary heart diseases, increased 
serum lipids, accelerated blood coagulability, elevated excretion of 
catecholamines and congeners of coronary heart disease.' A review of the 
relationship of type A behaviour pattern to coronary heart diseases can be 
found in Chapter II.
According to Rosenman and Chesney (1982), Type A behaviour pattern consists 
of "such behavioural dispositions as ambitiousness, aggressiveness, 
competitiveness and impatience. Specific behaviours such as alertness, muscle 
tenseness, rapid and emphatic speech stylistics; and emotional reactions such 
as enhanced irritation and expressed signs of anger". The relative absence 
of these characteristics forms type B behaviour pattern. Rosenman and Chesney 
(1982) distinguished between " Type A Behaviour Pattern" and "Anxiety State"
in that a person with anxiety state, withdraws or seeks support from others 
in the presence of overwhelming situational challenges, whereas Type A person 
confronts these challenges and does not retreat.
A number of measures have been developed to identify Type A Behaviour 
Pattern. The most widely used measures are : Structured Interview ( S .I ) 
developed by Rosenman, Friedman and others ( Chesney, et al. 1980; Rosenman, 
et al. 1964 al^ Bortner1 s rating scale ( Bortner, 1969); Jenkins Activity Survey 
( JAS) ( Jenkins, Rosenman and Friedman, 1967; Jenkins, Rosenman and Zyzanski, 
1974 ); Framingham Type A Scale (FTAS) ( Haynes, et al. 1978); and Type A 
scale constructed'by Vickers (1973) and refined by Sales ( Caplan et al. 1975) 
for use in the occupational stress research at the Institute for Social 
Research, University of Michigan.
Bortner's rating scale was principally used in the pilot study. However, 
as the item formats of Bortner's rating scale looks similar to semantic 
differential rating scales, the items need further phrasing and clarification, 
and the response format need to.be changed ( simplified ). Therefore, as the 
Structured Interview .(SI) reflect? various characteristics of Type A/B 
behaviour in a comprehensible and simplified style , the items used in the 
main study were drawn from the Structured Interview and slightly adapted to the 
social context of the study.
Among the 15 items used, 5 items were worded so that an affirmative
response indicates a characteristic of type B behaviour ( this is to reduce 
possible acquiescence responses ), and 10 items were worded in the direction 
of Type A Behaviour Pattern. Illustrative examples of the former are :
"You usually see yourself a relaxed and easy going person".
"You usually do not mind being kept waiting ( e.g; bus, doctor, friends, etc..)
Illustrative,. example? of the latter are :
"You usually hurry a speaker to the point or interrupt him".
"You are usually fast in doing things ( walking, eating, etc.)".
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Type A Behaviour was identified on the basis of the number of "Yes" 
responses relative to type A Behaviour items in addition to the number of "No" 
responses relative to type B Behaviour items. The total number so computed 
was compared with the total number consisting of the frequency of "No" responses 
concerning Type A Behaviour items, and the frequency of "Yes" responses relative 
to type B Behaviour items. If  the former was greater than the latter, the 
respondent was categorized as Type A. Surprinsingly, 50% of the sample ( 55 
respondents ) happened to be Type A's, and the other 50%, type B's.
Having assigned type A and Type B the scores of 2 and 1 respectively, 
Cronbach's alpha coefficient of internal consistency associated with Type A/B 
behaviour scale is moderate ( ot .77 ). As indicated in Table 7 .7 , Type A 
Behaviour Pattern scale is weakly related to Internal Locus of Control 
( r = -.13 ) and Self-esteem (-.09) scales. Therefore, it  can be considered as 
an independent measure of personality characteristics.
(ii) Locus of control measure.
Locus of control refers to enduring cognitive tendency to believe that 
the outcomes of one's behaviour is due to his experience, abilities, and 
performance ( internal locus of control ) as opposed to the tendency to believe 
that one's behaviour outcomes are not under his control but rather under the 
influence of significant others , chance, luck, fate, etc. ( Rotter, 1966)
Rotter's scale is perhaps the most widely used measure of locus of 
control. However, many researchers found that Rotter's scale is multidimensional 
( Gurin, et al. 1969; Mac Donald and Tseng, 1971; Mirels, 1970 ). According 
to Mac Donald (1973) two major factors have frequently emerged fron different 
empirical studies : a factor of personal control, and a factor termed control 
ideology, that is,an individual's beliefs in the extent to which people have 
control in general.
The scale used in the main study was designed to assess:
(a)- Beliefs.in personal control over external events.
(b)- Beliefs in other's control over the events.
(c) Beliefs in virtual sources of control such as ]u.ck, fate, etc.
Item selection was trigged by two main considerations:
First : The item should gauge one of the three aspects of locus of control
mentioned earlier.
Second : The item should be understood without difficulties by illiterate
workers. Consequently, 11 items were selected from James' scale ( published in 
Robinson and Shaver, 1973, pp. 237-243 ), Rotter's scale (1966), Nowicki and 
Strickland's measure (1972)J> and Bialer-Cromwell1 s ( Bialer, 1961 ) Scale.
An illustrative item, taken from James' scale is :
"Some people seem bom to fa il while others seem born for success no matter 
what they do".
An illustrative item slightly adapted from Rotters' and James' scales is :
" Planning ahead is a waste of time because sane thing always turns up that cause 
you to change your planes".
An illustrative item drawn with modification from Bialer-Cromwell1 s scale 
is : " Usually, bad things happen to you because of others' mistakes".
An illustrative item selected ( with slight modification ) from Nowichi 
and Strickland's measure is :
" If  things start out well in the morning, it  is going to be a good day no 
matter what you do".
The scale used contained 4 items indicating internal locus, of control, and 
7 items representing external locus of control. Respondents were asked to 
respond by " Yes, I agree" or "No, I disagree" to each' item. When the frequency 
of "Yes" responses for Internal Locus of Control items in addition to the 
frequency of dJNo" responses for external locus of control items, exceed the 
frequency of "No" responses for internal locus of control responses, in addition 
to the frequency of "Yes" responses for the external locus of control items, 
a respondent was regarded as internal person. Therefore, there were 45 internals 
( 41% ) and 65 externals ( 59% ). Internal respondents were assigned the score 
of 2, and external respondent? the score of 1.
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Cronbach's alpha coefficient of internal consistency for Internal Locus 
of Control Measure is moderate =.76 ). Internal Locus of Control Index, as 
showned in Table 7..7 , is weakly related to self-esteem ( r = A '4 ) and type
A Behaviour Pattern ( r =-. 13 ) scales, indicating that the scale of locus of 
control is independent from both measures of personality characteristics.
( iii)  Self-esteem measure.
Self-esteem refers to "the extent to wich the individual believes 
himself to be capable, significant, successful and worthy" ( Coopersmith,
1967; p. 4-5 ) wich has some realistic basis ( Crandall, 1973 ).
The items used were principally derived or adapted from the revised 
Janis-Field scale ( Robinson and Shaver, 1973; pp. 76-80 ) concerned with 
self-esteem in social situations. Compared to Rosenberg (1965) self-esteem 
scale used in the pilot study, Janis-Field measure poses less problems of 
comprehension and is more geared toward social situations. To adjust for 
acquiescence response bias, 4 items were positively worded so that an affirmative 
response indicates higher self-esteem; and the remaining 5 items were worded 
in the direction of low self-esteem. Illustrative examples of the latter are: 
"You usually have the feeling that there is nothing you can do well".
" There are a lot of' things about yourself you would like to change if  you 
could ".
Illustrative examples of the latter are:
" Considering your work and social life , you think you are a successful person"
" You usually feel comfortable when you start a conversation with people you 
do not know before
Items were rated on a five-point scale running from "Not at a ll true" 
to "Completely true" and scored from 1 to 5 respectively in the direction, of 
higher self-esteem. The scores for the negatively-worded items v/ere reversed.
The scores of the scale items were summed to form a self-esteem index 
for each individual in the sample. Self-esteem scale, as Indicated in Table 7 . 7# 
shows a moderate Cronbach's alpha coefficient (oc =.71 ). The scale mean is 3.5 
and the standard deviation is .55, indicating that approximately two thirds of
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Table 7.7 : Correlation coefficients, Cronbach's alpha coefficients of
reliability, percentages, means and standard deviations ( SD) for 
the personality measures used ( n = 110).
Personality measures.
Correlations •
% Mean S.D
Alpha
(1) (2)
(l) Type A behaviour pattern. 50% .77
(2) Internal locus of control. -.13 41% .76
(3) Increased self-esteem. -.09 .14 3.48 .55 .71
Note : Figures rounded to two decimal points:
r = .19 ( P< .05 two ta il test )
workers have self-esteem ranging from moderate to very high level.
Self-esteem index is weakly correlated with Type A Behaviour Pattern 
( r =-.09 ) and Internal Locus of Control ( r = .14 ) scales ( Table 7.7 ). 
Hence, self-esteem represents an independent measure from both personality 
measures.
7.3.5 CONTEXTUAL MEASURES.
Contextual variables are the characteristics of the micro-social 
environment of the organization as well as the macro-societal environment that 
are likely to impinge directly and indirectly upon workers' experience and 
responses to stress. Three aspects were singled out for examination: family- 
work interface, supportive relationships within the organization, and 
participation; and three measures were developed to gauge theses organizational 
and extra-organizational processes.
(i) Work-family interface measure.
The scale purports to measure the effect of the interaction of family 
and work on workers' strain. A few items of the scale were derived fron Parry 
and Warr's (1980) measure of interaction strain and the majority were created
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to reflect the specificities of the social context of the study. These items 
address such aspects as work and family life  overlap, work stressors that are 
likely to increase workers' strains at home; and family life stressors that 
may exacerbate workers' strains at work.
Among the item used, 5 items were positively-worded, that is., their manifest 
content indicates a harmoneous interaction, between family life  and work; and 
7 items were negatively worded denoting increased strain resulting from 
disrupted family-work interaction. Illustrative items are:" Work makes you too 
tired to enjoy family life  ".
" The accommodation you have causes'you a lot of worries even at work".
All items were rated on a 5-point response scale ranging from "Never" to 
'JEvery time", and scored from 1 to 5, respectively,in the direction of increased 
disruption of family-work interface. The scores for positively-worded items 
were reversed to unify the direction of scoring.
The index of Family-Work Interface scale was constructed by summing scores 
over the twelve items used, for each individual of the sample. Table 7 .8 , shows 
that Cronbach's alpha coefficient of internal consistency is moderate 
(0:=.77 ). The mean is 3.17 ( SD = .58 ) suggesting that most individuals 
report moderate level of disrupted work-family interaction. Disrupted Family- 
work Interface scale is negatively related to low participation scale 
( r = .22 ) and unrelated to supportive relationship measure ( r = -.07 ).
However, the size of the correlation coefficient between Family Work Interface 
scale and Participation measure is small. Therefore, Work-Family Interface 
can be considered as a relatively independent scale, from other contextual 
measures used.
(ii) Supportive relationship measure.
The scale was composed of items that address the extent to which co-workers, 
supervisor, and workers' representatives are helpful, friendly, considerate, 
synpathetic, and encouraging interaction. Most of the items used, were designed 
to reflect the idiosyncratic social context of the study, and guided by
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Among the items that formed Supportive Relationship Scale, 5 were 
positively worded so that an affirmative response indicates greater supportive 
relationships, and 5 negatively worded in the direction of decreased 
supportive relationships.
An example of the former is :
"Your workmates often help you with your work problems".
An example of the latter:
"You cannot rely on your workmates to lend you a hand when you need it".
aAll items were rated onv5-point response scale.- ranging from :
"Not at all true" to "Completely true". Positively-worded items were scored 
from l="Not at a ll true" to 5="completely true", so that the higher the score 
the more supportive reported relationships. However, negatively-worded item 
scores were reversed, to uniform the scoring in the direction of greater 
supportive relationships.
Supportive-Relationship Index was constructed by summing the scores over 
the 10 items used. The scale mean is 3.45 (SD = .53 ) indicating that most 
people reported relatively high supportive relationships. Table 7.8 indicates 
that Cronbach's alpha coefficient of internal consistency of the scale is high 
( 0c~ ,87 ). Supportive-Relationship scale is moderately correlated with 
Participation ( r =-.56 ft and negligibly related to Family-Work Interface 
( r = -.07). Therefore, Supportive Relationship Scale may be considered as a 
relatively independent measure.
( iii)  Participation measure.
The scales' that have been examined before the construction of participation 
scale ( Aiken and Hage, 1966;Arvey and Dewhirst, 1976; Barnowe, 1975; Bass, 
et al. 1975; Leifer and Huber, 1977; Steers, 1973; Vroom, 1963 ) have in 
common the following features :
First : Conception of participation as a direct involvement by workers in
fragmentary and task-specific decisions.
suggestions from literature.
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information and communication of opinion?or suggestions.
Third : Participation is unilaterally introduced by management or informally
initiated by some management members :.a supervisor, a head of department# etc.. 
Fourth : Participation concern?a limited number of workers in the enterprise.
Most of these features of participation do not f it  the Algerian participatory 
scheme ( For more details, see Chapter I I  and V ), for this reason most items 
forming the scale used in this research were ad hoc constructed to represent 
the idiosyncratic features of the participatory system in the Algerian 
Organizations. Only two items were drawn ( and adapted ) from the foregoing 
measures, specifically, Vroom's (1963) measure of psychological participation.
The scale comprised 11 items, 6 items were positively worded denoting 
greater work participation, and 5 items were negatively worded indicating 
decreased participation. Two illustrative examples from the former are :
11 Your representatives ask your opinion about matters that concern your work".
" You have much say and influence over the things that concern your work".
Two illustrative examples of the latter are :
"Most problems dealt with by representatives .remain unsolved".
"problems dealt with by representatives have nothing to do with your work".
All items were rated on a 5-point response scale ranging from "Never" 
to "Every time" and scored from 1 to 5 respectively in the direction of 
decreased participation. Consequently, the scores for positively-worded items 
were reversed. The scores relative to the 11 items were summed, for each 
individual in the sample, to construct an index of perceived work participation. 
Table 7.8 indicates that the scale mean is 2.57 and the standard deviation 
is .46. The percentage of respondents who reported a level of participation 
less that 3(corresponding to the category : "Sometimes" in the original item 
metric of the scale ) is 85 % Therefore, the majority of workers
Second : The degree of participation consists principally of sharing
perceived insufficient amount of participation.
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TABLE 7.8 : Correlation coefficients, Cronbach's alpha coefficients
of reliability, means and standard deviations (SD) for 
the contextual variable measures. ( n= 110 ).
Contextual variables measures.
Correlations 
(1) (2) Mean S.D
Alpha
(1) Disrupted family-work interface.
(2) Increased supportive
3.17 .58 .77
relationships. -.07 3.44 .53 .87
(3) Decreased participation. .22 -.56 2.57 .46 .85
Note : Figures rounded to two decimal places, 
r = .19 ( P C .05, two ta il test ) 
r = .25 ( P < .01, two ta il test )
Perceived Participation Scale in Table 7.8 exhibits a high Cronbach's 
alpha coefficient of internal consistency ( cx=. .85 ). Perceived Participation 
is moderately related to Supportive Relationships ( r = -.56 ) and weakly 
correlated with Family-Work Interface ( r = .22 ). Therefore, the scale of 
Perceived Participation can be considered as a relatively independent 
measure from the other contextual scales.
7 . 6 DATA ANALYSIS PROCEDURES.
There are three main issues related to the data analysis that warrant 
a brief examination :
(1) The relationship between measures and statistics.
(2) The assumptions underlying statistical techniques used.
(3) Description of statistics used.
7.6.1 MEASUREMENT LEVEL AND TYPE OF STATISTICS.
Since most of the scales used in this research were ordinal and a few
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were nominal, the intriguing question to be addressed is : Is the use of 
parametric statistics permissible when the level of measurement are not 
( at least ) interval ?
The relationship between the nature of measurement scale and the type of 
statistics created a substantial controversy in the 1950's. Stevens ( 1946, 1951 ) 
distinguished.four classes of scales:nominal, ordinal, interval and ratio.He,then, 
prescribed the arithmetic operations that are permissible for each sbale, on 
the ground that measurement scales are models of ( or isomorphic to ) object 
relationships. To justify the use of non-parametric statistics, Siegel (1956) 
pushed this prescription further by presenting Stevens' typology of 
measurement scales and associated statistics as an article of faith. Senders 
( 1958 ), also, exhibited a great deal of enthusiasm r-egarding measurement 
types and permissible measures as specified by Stevens.
However, the opposite view advocated by Lord ( 1953 ), Burke ( 1953 ), 
Anderson ( 1961 ), McNemar ( 1962 ), Hays ( 1963 ), Nunnally ( 1967 ) and 
Labovitz ( 1972. ) advances that statistics are not applied to object things, 
but to numbers; and that the choice of statistics should not be dictated by 
the properties of the measurement scales.
Nunnally (1967) rejects Stevens' contention of the existence of a real 
measure on the ground that any measurement scale is a matter of convention 
among scientists that a particular scaling of a characteristic is a useful 
scaling.
Additionally, the scale properties can be improved not by the extent to 
which it reflects the object relationships, but by reconceptualizing the way 
in which the object relationships are operationalized or measured ( Labovitz, 
1972 ).
Another plausible argument in favour of the use of parametric statistics 
for weak measures is that statistic tests answer the question they are designed 
to answer , and do not depend on the empirical meaning of the type of the 
measurement used. Boneau (1961) explains: "Certainly, one cannot ignore the
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problems of measurement. It  would seem to make a difference to psychology 
whether or not the numbers we assign by means of an intelligence test are 
related to the underlying concept. But the problem is a measurement problem 
not a statistical one. No matter how one assigns the numbers ( even at random ), . 
however, he. can expect to get the same objective impartial and neutral 
judgement whenever he resorts to the use of the parametric or non-parametric 
tests of significance".
Backer, et al. (1966) have tackled empirically the controversy, by 
examining whether the violation of Stevens' position, applying parametric 
statistics to weak measurements, affects greatly the distribution of the 
parametric measures. They conclude that strong statistics such as t test are 
more than adequate to cope with weak- measurements ( e.g nominal or ordinal ). 
Probabilities estimated from the t distribution are little  affected by the kind 
of measurement scale used.
These few examples of arguments cogently support the use of parametric 
statistics for nominal and ordinal measurements. In the present study, parametric 
statistics owing to their powerful, more sensitive, better developed and more 
clearly interpretable indices with known sampling errors (Laboritz,1970), are 
used for the analysis of meak measurements ( nominal -or ordinal scale-derived 
data ) without any feeling of guilt that such use of parametric statistics 
for nominal or ordinal measurements is not really justified, because, " it  is 
only the guilt, rather than the use of methods of analysis, that is unjustified" . 
( Nunnally, 1967, p. 21 ).
7.6.2 EXAMINATION OF THE ASSUMPTIONS OF STATISTICS USED.
As the statistical techniques used in the present study capitalize mainly 
on Multiple Regression Techniques, the assumptions underlying this statistical 
procedure are :
First : Regression of a criterion ( dependent variable ) on a predictor
( independent variable ) is assumed to be linear.
Second : Errors or residuals have the following characteristics :
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(a) The mean of residuals is zero.
(b) Error associated with one value of the criterion is independent from any
errorothervvalue of the criterion.
(c) Variance of residuals at a ll values of the predictor is the same 
( homoscedasticity ).
Third : Residuals are normally distributed ( this assumption is necessary for 
the test of significance associated with multiple regression ).
To test whether these assumptions are satisfied or violated, there exist 
various methods of plotting residuals ( Anscombe and Tuckey, 1953; Chatterjee 
and Price, 1977; Draper and Smith, 1981; Larsen and McCleary, 1972 ). A 
useful plotting that is obtainable by SPSSX' regression procedure, is the one 
in which standardized residuals are plotted against predicted ( or standardized 
predicted ) criterion's values. According to Pedhazur ( 1982, pp. 36-37 ), 
such a scatterplot can answer three important questions :
First : Do the points appear to scatter randomly about the line originating
from the mean of the residuals, describing what appears1 to be a rectangle?
Second : Are the points scattered evenly about the line originating from the
mean of the residuals ?
Third : Are these points extreme residuals ?
These questions respectively detect the following serious violation of 
the regression assumptions : non-linearity, heteroscedasticity ( that is, the 
variance of errors differs at different values of the predictor ) and outliers 
( extreme residuals ).
In the present research, the residual scatterplot was examined for every 
regression equation used in.the analysis , The regression assumptions 
mentioned earlier did not appear to be dramatically violated, on the whole.
7.6.3 DESCRIPTION OF STATISTICS USED.
Many research questions in the present study are analysed by means of 
multiple regression techniques, and to a certain extent by canonical correlation,
(i) MULTIPLE REGRESSION TECHNIQUES.
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Multiple Regression is a versatile and flexible data analysis system 
applied to the prediction or the variability of a dependent variable ( continuous, 
categorical, or combinations of both types of variables ) on the basis of the 
information regarding one or more independent variables. Multiple regression 
techniques permit:
- The analysis of multiple independent variables ( or predictors ) at a time.
- Analysing collective or separate effect of two or more independent variables 
on a dependent variable.
- Identification of predictors ( independent variables ) contributing to the 
prediction of the criterion ( dependent variable ).
- Flexibility in controlling for any set of variables to examine the contribution 
of a particular variable ( or certain variables ) to the criterion.
- Multiple Regression Model can be extended to study the interaction of any 
combination of variable sets.
- It  is applicable to any level of measurement: nominal, ordinal, interval 
or ratio.
- It  can be used to define a linear or curvilinear relationship.
These illustrative aspects of multiple regression potentials explain the 
reasons why it  was widely used in the data analysis of this study. Three types 
of multiple regression techniques were adopted:
ONE : Standard Regression Approach: In this method, each variable is treated
as if  it  had been added to the regression equation in a separate step after 
all other variables had been included ( Kim, and Kohout, 1975b). The multiple 
regression formula for two variables is:
Y = a + b^ S + b^ Z + e.
Where S and Z stand for predictors, b^  and b2 are partial regression 
coefficients for the predictors, "a”is the intercept and'V'an error term or 
residual.
TWO: Moderated Multiple Regression: This regression technique, proposed by
Saunders (1956), is used for the analysis of interaction. This method yields
two important types of indices : Squared Multiple Correlation ( R ) indicating 
the percentage of variance of the criterion predicted or accounted for by 
predictors in the regression equation. The second is the partial regression 
coefficients denoting the effect of each independent variable while controlling 
or taking into consideration the effects of other variables in the formula.
Researchers adopting this method ( Abdel-Halim, 1978; Hunt, et al. 1975) 
usually conpare the significance of incremental change in ( R ) after adding 
a multiplicative term to the individual terms of the multiple regression.
If  the restricted model of multiple regression is:
Y = a + tftS + b2Z + e.
Where the terms of the equation are defined as before.
The full multiple regression model for two variables is:
Y = a + b^ S + b^ Z + b3 (S.Z) + e.
Where the added multiplicative term b^ CSZ) indicates that the effect of 
the individual predictor: S' on the criterion Y depends on the level of the 
other predictor: Z; or , symmetrically, the effect of Z on Y depends on the 
level of S.
The two models : restricted model ( without interaction term ) and full
2model ( with interaction term), are compared in terms of the increment in R .
2 2 If  the R for the full regression model is significantly higher than R for
the restricted model, it  indicates that the interactive term contributes
significantly to the prediction of the dependent variable ( criterion )
beyond that accounted for by the two predictors : S and Z apart.
Three : Hierarchical Multiple Regression. This procedure advocated by Cohen
( Cohen, 1978; Cohen and Cohen, 1983 ) differs from standard multiple regression
procedure, in that the order in which the independent variables are entered
in the equation causes much difference in the amount of variance incremented
by each variable.
Hierarchical multiple regression was used in this study as another 
alternative for'moderated multiple regression, to examine the interaction of
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the predictor variables. A multiplicative term indicating interaction was 
created and entered last in the equation. The unique contribution of the 
multiplicative term is assessed by partialling out its constituent terms.
Multiple regression techniques were performed using the SP.7SX available 
at the computer centre in the University of Surrey.
(ii) Canonical Correlation.
Some research questions have addressed the relationships between various 
pairs of variable sets. Multiple Correlation cannot cope with this situation 
as it is concerned only with the relationship of one variable to a set of 
variables. Therefore, Canonical Correlation is the relevant technique as it 
addresses the relationship between two sets of variables.
Hotelling ( 1935, 1936 ) devises canonical correlation technique to extract 
a linear combination from each of the two variable sets, so that the correlation 
between the two linear combinations is maximized. In other words, given two 
sets of variables, ( for example, a set of perceived stressors and a set of 
strain indices ), the canonical .correlation functions by forming two linear 
combinations, one of the stressor set and one of the strain set, by . 
differentially weighting, so that the maximum possible correlation between 
them is obtained. Therefore, Canonical Variates are the weighted composite of 
the variables in each set. The correlation between the two linear combinations 
is termed Canonical Correlation. Canonical Weights are the coefficients or 
weights of the variables in the linear combination, of the two sets. The 
correlation between the canonical variates and the original variables yields 
Structure Coefficient or loading.
Canonical correlation was computed through MANOVA procedure using SPSSX.
The procedure of canonical correlation analysis in the old SPSS manual (1976) 
provides a meagre output, that is,the structure coefficient or loading must 
be computed by hand. Therefore, SPSSX version is used because it provides a 
rich output regarding canonical correlation through the procedure of MANOVA.
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RESULTS
ooooooooooooooooooooooooooooooooooooooooooo
The scientist does not usually think of the 
writing of books or preparing of lectures 
as research. Writing seems to him to be a 
rather tiresome labour that he mustdoafter 
the fun of laboratory research and discovery 
is over. I  therefore sat down to ;use the 
time available more in hope of making a 
summary than a discovery. But when I began 
to do this I  came to realize the extent to 
which having to describe the results of one1 
s thoughts.to others is a part of theprocess 
of discovery itself.
J. Z. Young
QOOOOOOQOO0OOOOOOOOQQOOOOTO
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The layout of the present chapter is dictated by the logical order of 
research questions and hypotheses spelt out in Chapter V. besides the findings 
emanating from the quantitative analysis of the relationships, qualitative 
analysis of perceived work stressors, coping and contextual variables is 
of significance to the purpose of the study. Therefore, two types of 
result analysis are reported in this chapter :
First : Findings stemming fron a descriptive analysis of the data.
In this vein, the emphasis is placed on the content of reported work stressors, 
coping strategies and contextual variables.
Second : Results derived through adoption of analytic statistical techniques.
Bnphasis is centred on quantitative analysis of the relationships between 
variables.
8 . 1 DESCRIPTIVE ANALYSIS OF PERCEIVED WORK STRESSORS, COPING .STRATEGIES 
AND CONTEXTUAL VARIABLES.
8,1.1 Perceived prevalence of work stressors and coping indices.
As indicated in Chapter VII, seven factors of perceived work stressors 
were derived, using principal component analysis. These factors concern pay, 
task, career, communications, role overload, role'conflict and role ambiguity. 
Using the mean as an index of the prevalence of perceived work stressors, pay 
is the most dominant perceived source of stress ( Figure 8.1 ). Ambiguity 
is the least prevalent perceived stressor as the mean reflects a low level 
of perceived ambiguity. The remaining factor means, namely, the means of . 
communication, task, career, role overload and role conflict vary from 
moderate to high level of perceived work stressors.
With reference to coping factors, namely action, evaluation, non-work 
activities, extemalization, and withdrawal; the most frequent coping patterns
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are action and evaluation, followed in order by non-work activities, 
extemalization and withdrawal (Figure 8 .2).
Further analysis of perceived work stressors, coping patterns and 
contextual variables is carried out by examining the percentage of response 
categories associated with items pertaining to a particular work stressor, 
coping pattern, or a contextual variable. Table?:8.1 through 8.11 provide 
such information.
8.1.2 Content Analysis of Perceived Work Stressors.
Table 8.1 shows the percentages of response categories associated with 
each pay stressor item. The item means range from moderate to high perceived 
level of pay stressors. A substantial proportion of workers reported that the 
pay is much lower than the experience and efforts invested in work (Item 11); 
discourages hard work ( Items 15 and 22 ), did not increase as expected 
( Item 12 ), is lower than other employees performing equivalent work in 
other factories ( Items 13 and 19 ), is much below the cost of living ( Items 
14 and 16 ), and is accompanied by the absence of sane deserved bonuses 
( Item 20 ).
With reference to career stressors, although the item means in Table 8.2 
generally reflect a moderate level of perceived career stressors, the percentage 
of the response categories of these items often reveal a different picture.
A greater proportion of workers reported the absence or lack of promotions 
( Items 23 and 28 ), expected no prospective opportunity for advancement 
( Item 27 ), perceived promotion criteria as ambiguous in that there was no 
clear-cut criteria ( hard work, performance, tenure, etc..) for promotion 
( Item?25 and 30 ), reported a paucity of skill development through training 
( Items 24 and 29 ), and felt that promotion was unfairly granted ( Item 26 ).
Concerning role conflict, the means in Table 8.3, generally, reflect 
a moderate frequency of perceived role .conflict. The item response percentages, 
however, indicate that a substantial proportion of respondents often reported
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the dilemma that satisfying some workers' demands leads to the frustration 
of others (Item 39); and also reported incompatible demands made by 
workmates ( Item 32 ) and by different persons at work ( Item 37 ); and finally 
a mismatch between the task requirements'and the respondents1 opinions and 
judgements. However, reported occurrences of role conflict originating from 
conflicting demands of workmates and those of supervisors ( Item 34 ), and 
conflicting demands from higher levels ( Item 33 ), are balanced, that is ,the 
total percentage for "Never" and "Rarely" response categories is nearly 
equivalent to the total percentage for "Often" and "Every time" response 
categories.
Turning to role overload, Table 8.4 shows that the overwhelming response 
category is "Sometimes". Thus, 67% reported that the work is sometimes 
excessive and 30% said it  is often or always . excessive ( Item 1 and
Item 3 when reversed ). Additionally, a large proportion of workers ( 45% ;
Item 2 ) reported having often or always to perform many things simultaneously.
Moving to communication stressors, the item means in Table 8.4^generally, 
indicate frequently perceived corrmunication stressors. The apparent response 
percentages associated with each item emphasize this tendency. Therefore, 
a substantial proportion of workers were often not informed about things that 
concern their work ( Item 53 ), or things happening in the factory ( Items 46 
and 50 ). Also the majority of respondents often perceived regulation and 
rules difficult to understand ( Items 45 and 48 ).
9Unlike the previous work stressors, the mean?for role ambiguity items, 
as indicated in Table 8.5, generally indicate low frequency of role ambiguity. 
Examining the percentages of item response categories, it  is apparent that a 
very high proportion of workers found their tasks clear ( Items 42 and 44 ), 
that performance feedback is provided ( Item 43 ft and that they can discern 
co-workers1 expectations ( Items 51 and 49 ).
With reference to task stressors, the percentages in Table 8.5 reveal
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that a substantial proportion of workers often or always perform monotonous 
work ( Item 9 ) which can be done with little  skill ( Item 7 ). Also, most 
workers report inadequate physical working conditions which render task 
performance uncomfortable ( Items 8 and 10).
To summarize, qualitative analysis of item means and percentages reveals 
that the majority of respondents interviewed reported greater stress originating 
fron pay, career, communications, work overload and role conflict. However, a 
large proportion of workers reported a negligible level of role ambiguity.
8.1.3 CONTENT ANALYSIS OF THE CONTEXTUAL VARIABLES.
Contextual variables include family-work interface, participation and 
supportive relationships. Table 8.6 exhibits means, standard deviations 
and response category percentages for family-work interface items. It  can be 
seen that the majority of workers reported that work affects their family 
life , by feeling too tired to enjoy it  ( Item 2 ). Additionally, most 
workers perceived that shift work ( Item 9 ) often disturb? their family life  } 
and that at work they are often worried about things related to their families 
( Item 6 ). Moreover, accommodation ( Items 5 and 12 ) often or persistently 
constitutes a source of stress for a substantial proportion of workers.
With reference to participation, the item means in Table 8.7 range 
from 1.3 to 4.0, that is, from the response categories: "Never" to "often", 
this variation can be highlighted by the examination of the response categories 
associated with the participation items. Surprinsingly, workers' representatives 
were perceived, not as a source of support, but as a source of stress. 48% of 
workers never and 37% of them rarely discuss their work problems with 
representatives ( Item 1 ), 44% of respondent? reported that matters exanined 
by representatives have often no bearing on workers' job (Item 2), and 78% of 
workers reported that representatives never ask workers' opinions about 
their work problems ( Item 4 ). When respondents were asked whether
300
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representatives have succeeded in solving problems raised by workers ( Item 7 ), 
7% of respondents replied;"never"; 53% "rarely"; and only 3% answered 
with "often"; and none with "every time".
Turning to participation as represented by the relationships of workers 
with their supervisors. The general picture looks less dramatic. A substantial 
proportion of workers found it  is often ( 50% of respondents ) or always 
( 26% of respondents ) easy for them to communicate their propositions and . 
suggestions to their supervisors ( Item 10 ). However, whether they can influence 
their supervisors' decision regarding their work matters, there is no clear 
trend of responses suggesting an overwhelming presence or absence of influence; 
32% found it is possible; 37% sometime possible and 27% almost impossible, 
to influence the supervisors' decisions ( Item 8 ).
Similarly, regarding the items related to supportive relationship variable, 
Table 8.8 indicates that the items means show large differences ranging fron 
1.9 to 4.1, or in terms of response categories they range from "Slightly true" 
to "Quite true". However, more informative are the response category percentages 
associated with each item. Thus, regarding supportive relationships from 
co-workers, a substantial proportion of respondents exchange idea?and jokes 
with workmates ( Item 7 ) and that workmates are helpful ( Items 1 and 4 ) 
and show much interest in the respondents' opinions or ideas ( Item 9 ).
Regarding supervisors, a substantial proportion of workers perceived 
their supervisors as helpful ( Item 2, in Table 8.8 ), friendly ( Item 10 ) 
and manifesting a great deal of understanding towards the respondent's 
problems ( Item 6 ).
With reference to workers' relationships with their representatives, 
unlike the foregoing supportive relationships with workmates and supervisors, 
reports of negative relationships dominate. In this vein, when asked whether 
representatives show much concern when workers raise their work problems,
56% of respondents replied : "Slightly true" and 20%, "Not at a ll true"
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( Item 3 in Table 8.8 ). This trend of answers is confirmed by a similar 
question worded differently. Here too, 47% of respondents found it  is "quite 
true", and 33% "Completely true", that representatives are indifferent about 
the respondents difficulties and problems at work ( Item 5 ).
In summary, the means and percentages of the contextual variable items 
seem to indicate a high level of perceived stress stemming from the interface 
between family life  and work, and low level of participation through workers 
representatives, and lack of supportive relationships from workers' 
representatives. Unlike representatives, workmates and supervisors constitute 
a satisfactory source of support.
8.1.4 Content Analysis of Coping Strategies.
The item means for extemalization, in Table 8.9, indicate a moderate 
frequency of use of coping strategies pertaining to extemalization.
Considering the percentages of response categories, the coping strategy 
of thinking that "for every thing bad there is also something good" was 
often employed by 28% of respondents, always adopted by 21%; and rarely 
used by 28% of respondents. Also, the majority of workers often ( 32% ) 
and always ( 21% ) resort to reminding themselves that error is human as 
a way of coping with-work stressors. On the other hand, coping through religious 
beliefs and prayer manifests the following trend of response category percentages 
Those who often or every time tend to leam religion when in difficulties 
( Item C24 ) represent 49% against 29% of respondents who rarely or never 
tend to do so. Those often or always engage in more and more prayer ( Item 012 ) 
listen to Koran or religious talks ( Item.030 ) represent respectively 47% 
and 45% ( adding the percentages of "often" and "Every time" ) as compared 
with 36% and 35% of respondents who tend rarely or never to do so in the 
stressful situations.
With reference to non-work activities, the item means in Table 8.9 indicate
a moderately high frequency of using non-work activities. The percentages 
reveal that the coping strategies : becoming more engaged in the out-of-work 
activities ( Item C8 ), busy with children, wife, parents, relatives or friends 
( Item Cll ), and setting aside a certain time for entertainment ( Item C34 ), 
are often used by 26%, 36% and 29% of workers respectively; and always resorted 
to by 36%, 32% and 25% of respondents respectively.
Regarding coping strategies relative to withdrawal, the item means,in 
Table 8.10,fluctuate from 2.3 ( indicating "rarely" ) to 3.2 ( denoting 
"sometimes" ). The percentages of item response categories indicate that the 
coping strategy of directing tension, anger or irritation, caused by work 
problems, towards other persons or objects ( Item 09 ) was rarely or never 
used by 12% and 41% of workers, respectively. Also, the coping strategy of 
expressing one's feelings openly ( Item C25 ) was rarely or never adopted 
by 22% and 43% of respondents,respectively.
Coping items pertaining to the coping strategy : evaluation, exhibit, as 
indicated in Table 8.10,' high item means ( ranging from 3.8 to 4.1 ) denoting 
high frequency of reporting evaluation coping strategy. Considering only the 
percentages associated with the response category : "often", the following 
three coping strategies, namely, examination of self-conduct to find out what 
is wrong with it  ( Item C16 ), recall of one1 s capabilities and limitations 
( Item C14 ), and the examination of the situation ( Item C2 ),were reported 
by 54% , 46% and 57% of respondents, respectively.
Taking action constitutes another set of coping strategies that were 
frequently used by a substantial percentage of workers. The item means in 
Table 8.10 range from 3.9 to 4.2, indicating that the three coping strategies 
were often used. In considering only the percentages relative to the response 
category : "often"; 50% of workers often work harder and harder in the presence 
of work stressors ( Item Cl-8 ); 62% schedule work problems, to be dealt with, 
in terms of their priorities ( Item 019 ); and finally,66% try to learn their
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work further as a way of coping with work difficulties ( Item C31 ).
To summarize, considering the means and percentages associated with coping 
items, it  seem?that coping through evaluation of self-coping resources and 
the situation, coping through religious beliefs and faith (externalization), 
coping by taking action, and coping by engaging in non-work activities are 
often resorted to.
8.1.5 Content Analysis of work Satisfaction.
Items assessing work satisfaction shown in table 8.11 have means ranging
from 1.9 ( indicating "slightly" satisfied ) to 3.8 ( denoting "Quite"
satisfied ). When the percentages associated with the two response categories: 
"Not at a ll" and "slightly" are added for each item, it  appears that 84% of 
workers were dissatisfied with their representatives1 performance ( Item A  ), 
60% with physical working conditions such as lighting, temperature, safety, 
etc. . ( Item 6 ); 47% with the opportunities for training and progress ( Item 9 ) 
42% with the opportunities for promotion ( Item 10 ), 57% with the extent
and the way they were informed about their work matters ( Items 11 ), and
75% with the pay ( Item 12 ).
On the other hand, adding percentages of responses associated with the 
response categories "Quite" and "Completely" for each item, Table 8.11 indicates 
that 68% liked the way workmates get along with one another ( Item 1 ), 53% 
expressed satisfaction with the manner, supervisors treat their subordinates 
( Item 2 ), 74% liked the way the factory is managed ( Item 5 ), and 49% 
were satisfied with the type of work they do ( Item 7 ).
Therefore, certain dimensions of work constitute a source of satisfaction 
for a substantial proportion pf workers, and other work dimensions are 
responded to with dissatisfaction by a considerable proportion of.respondents.
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8 , 2 QUANTITATIVE ANALYSIS: INTER-SET RELATIONSHIPS THROUGH CANONICAL 
PROCEDURE.
8.2.1 Relationships Between the Set of Perceived Work Stressors and the 
Set of Coping Strategies.
The research task as indicated in Chapter V, consists of the examination 
of the relationship: between the set of work stressors and the set of work 
strain indices, and to identify the subgroups within the set of work stressors 
that correlate with the subgroups within the set of strain indices.
Canonical analysis, presented in Table 8.12, indicates that the canonical 
correlation coefficient is .47. This is a significant coefficient using 
Bartlett's test of Wilks' Lambda. Other non significant canonical correlations 
are ignored. The canonical correlation coefficient is moderate in magnitude
( R = .47 ) and its derived square multiple canonical correlation ( R2 = .22 ) c c
indicates that the pair of canonical variates ( a canonical variate being the 
weighted composites! or linear combination of variables in a set ) share 
about 22% of the variance. It  should be noted that Thorndike ( 1978,’ p. 183 ) 
recommends that a square canonical correlation ( Rc ) as low as 10% can be 
considered as meaningful.
However, to find out what subsets of variables contribute to the canonical 
correlations between work stressor set and coping strategy set, one should 
move further. In this vein, Table 12 provides other important information.
It can be observed that the set of work stressors and the set of coping 
strategies are accompanied with values representing structure coefficients 
or loadings ( they represent the correlation between the original variables 
and the canonical variate weights ). It  is worthnoting that structure 
coefficients or loadings are preferred here, to canonical weights, as the 
latter are prone to redundancy and suppression effects ( Cohen and Cohen,
1983, p..457 ). Therefore, many methodologists ( Meredith, 1964; Thorndike 
and Weiss, 1973 ) recommended the use of structure coefficients for the
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work stressors and the set of strain indices ( n = 110 ).
TABLE 8.12 : Canonical Correlation Analysis for the set of perceived
Canonical
Variate
Canonical
Corre­
lation
Redun­
dancy
index
Set of stressors Loa­
ding
Set of coping 
strategies
Loa­
ding
n StI . Task .14 . Action .01
canonical For . Role conflict .83 . Non-work
variate. .47 stres­ • Pay i o 00 activities .30sors
(4%) . Communications .52 . Withdrawal .93
. Role overload .25 . Extemalization -.1 1(R - .22) For' c . Career .24 . Evaluation 3C
coping
(21%)
Note : Perceived stressors are scored in the direction of increased 
task, role conflict, pay, communication, role overload and 
career stressors. Coping strategies are scored in the direction 
of increased action, non-work activities, withdrawal,extemalization 
and evaluation.
2Rc stands for square canonical multiple correlation.
purpose of interpretation rather than the use of canonical weights.
The set of work stressors contains two meaninful loadings (as a rule of 
thumb, a loading ^ .30 can be treated as meaningful. Pedhazur, 1982, p. 732 ), 
namely, .83 relative to role conflict and .52 relative to communication 
stressors. The other coping strategy set show three meaningful loadings: .30, 
.93, and -.30 for non-work activities, withdrawal and evaluation,respectively. 
Both groups of meaningful loadings of the two sets indicate that workers who
■
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experience role conflict and communication stressors tend to cope by engaging 
in non-work activities, withdrawing from the stressful situation and rarely 
resort to evaluation of their capabilities, limitations and situation difficulties.
Another remaining pie.ce of information in Table' 8.12, is the index of
redundancy ( Steward and Love, 1968 ). It  indicates the proportion of variance
of variables in one set that is predictable, accounted for, or explained from
the variables of the other set. It should be noted that the redundancy index
differs from the afore-mentioned square canonical correlation coefficient 
2( Rc ) in that the latter is an estimate of the shared variance of two linear 
combinations of variable sets, not of the variance of the variables themselves 
as in the fonmer ( Pedhazur, 1982, p. 737 ).
Returning to Table 8.12, the redundancy index for coping set indicates 
that 21% of the total variance of coping strategies are redundant with or 
predictable from the linear combination or canonical variate of work stressors.
The redundancy index for work stressor set indicates that the proportion 
of the total variance of work stressors that is predictable from the linear 
combination of coping strategies is only 4%.
8.2.2 Relationships Between the Set of Perceived Work Stressors and Coping 
Strategies, and the set of strain Indices.
The research task is to examine whether work stressors and coping 
strategies, when mixed together in one set, tend to form unique or distinct 
dimensions; also, to examine what subsets of coping and work stressor variables 
relate to what subsets of strain indices.
Table 8.13 shows two pairs of canonical variates: the first pair exhibits 
a high canonical correlation coefficient: of .84, representing 70% of variance 
shared by the first pair of canonical variables. The second pair of canonical 
variate has a moderate canonical correlation coefficient ( Rc= .53 ), expressing 
28% of shared variance by the second pair of canonical variates.
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Examination of loadings reveals that the first canonical variate is 
generally characterized by high loadings of work stressors; whereas coping 
strategies are, but withdrawal, weakly loaded on the same canonical variate. 
Thus, the loading of work stressors on the first variable ranges from .44 for 
task stressors, to .83 for career stressors.
Moving to the second variate, the reverse takes place. The loadings of 
coping strategies on the second variate are generally higher and more 
meaningful than their loadings on the first canonical variate; while work 
stressors loadings on the second canonical variate are generally lower and 
less meaningful than their loadings on the first canonical variate. Therefore, 
work stressors and coping strategies seem to form two distinct configurations 
or groups of variables.
In answering the question of what subsets in the coping and work stressor 
set are related to what subsets of strain indices, a further look at the two 
pairs of canonical variates is warranted.
The first pair of canonical variates in Table 8. 13 indicates that a ll 
perceived stressors are highly loaded on the first canonical variate while 
coping strategies are generally low loaded on the same variate. The right-hand 
side of the table indicates that all strain indices, namely anxiety, depression, 
dissatisfaction and psychosomatic complaints, load highly on the first 
canonical variate, ranging from .52 for psychosomatic complaints to .92 for 
dissatisfaction. But, what does this description indicate ? It  indicates that 
workers experiencing work stress originating from task, role conflict, pay, 
communications, role overload,and career,tend to report greater anxiety , 
depression, dissatisfaction and psychosomatic complaints.
Following the same style of description, the second pair of canonical 
variates, in Table 8. 13, shov/s that among coping strategies highly or 
meaningfully loaded on the second variate, are : non-work activities ( .41 ), 
withdrawal (.42) and externalization (.37). On the other hand, the strain 
indices that are highly loaded on the second variate are: anxiety (.74),
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TABLE .8.13 Canonical Correlation of a;set involving the types of perceived 
work stressors and coping strategies, with a set containing 
strain indices ( n = 110 ).
Canonical
Correlation
Redun­
dancy
index
Set of stressors 
(1st box) and 
coping (2nb box)
Loa­
ding
Set of strain 
indices.
Loa­
ding
First
pair
of
canonical
variates
.84 
(R2 = .70)
For
Strain
33%
. Task
. Role conflict 
. Pay
. Communication 
. Role overload 
. Career
. Action 
. Non work 
activities 
. Withdrawal 
. Extemalization 
. Evaluation
.44
.54
.65
.65
.54
.83
-,04
.03
.44
.06
-.01
. Anxiety 
. Depression 
. Dissatisfac-r .• : 
tion 
. Psychosomatic 
complaints
.54
.68
.92
.52
Second
pair
of
canonical
variates
.53 
• (R2 = .28)
For
strain
8%
. Task
. Role conflict 
. Pay
. Conrnunications 
. Role overload 
. Career
. Action 
. Non-work 
activities 
. Withdrawal 
. Extemalization 
. Evaluation
.28
.05
-.15
-.32
.53
-.22
-.15
.41
.42
.37
.22
. Anxiety 
. Depression 
. Dissatisfac­
tion 
. Psychosomatic 
complaints
.74
.21
.30
.68
Note: Strain indices are scored in the direction of increased anxiety,
depression, dissatisfaction and psychosomatic complaints. The direction 
of scoring stressors and coping strategies are indicated in the note 
of Table 8. 12.
psychosomatic complaints (.68) and dissatisfaction (.30). Therefore, the 
conclusion of which is that workers who tend to cope by engaging in non-work 
activities, and through withdrawal and extemalization, report greater anxiety, 
psychosomatic complaints and dissatisfaction.
The redundancy index for the set of strain indices in the first pair of 
canonical variates indicates that about 33% of the total variance of strain 
variables is predictable from the linear combination of work stressors and 
coping strategies. However, this percentage is mainly predicted by work 
stressors since they load higher than coping strategies on the first canonical 
variate.
The redundancy index for the strain set regarding the second pair of 
variates reveals that about Q% of the total variance in strain variables is 
predictable from the second variate of work stressors and coping strategy set.
The three coping strategies highly loaded on the second pair of canonical 
variate, namely, non-work activities, withdrawal and extemalization, contribute 
to this redundancy index. Therefore, it  seems that the contribution of work 
stressors to the prediction of strain indices is much greater than that of 
coping strategies.
8.2.3 Relationships of the Set of Overall Work Stressors and Overall Coping 
Strategies to the Set of Strain Indices .
The only difference between the present research question and that 
mentioned earlier is the analysis of coping and work stressors as a set of 
two composite indices and not as a set of different coping strategy indices 
and work stressor indices.
Table 8. 14 reveals that the relationships between the set involving 
overall coping and overall work stressors, and the set of strain indices bear 
two significant pairsof canonical variates. The canonical correlation for the 
set of overall work stressors and overall coping, with the set of strain indices 
regarding the first pair of canonical variates, is as high as .80 .
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TABLE 8. 14 : Canonical correlation of a set involving overall perceived
work stressors and overall coping strategies, with a set 
containing strain indices (n = 110 ).
Canoni­
cal
corre­
lation
Redun­
dancy
index
for
strain
Set of overall 
stressor
and overall coping
Loa­
dings
Set of strain 
indicators
Loa­
dings
1St
Canonical
Variate
.80
.
(e2=-53:
28%
.
. Overall stressor 
. Overall coping
.99
.23
. Anxiety 
. Depression 
. Dissatisfaction 
. Psychosomatic 
complaints
.52
.60
.94
.50
2nd
Canonical
Variate
.39
.
(r2=.15!
5% . Overall stressor 
. Overall coping
.01
.97
. Anxiety 
. Depression 
. Dissatisfaction 
. Psychosomatic 
complaints
.75
.57
.28
.50
Note : Overall stressors and overall coping indices were constructed by
summing the scores of perceived work stressors and coping strategies 
respectively. Strain indicators were scored in the direction of 
increased anxiety, depression, dissatisfaction and psychosomatic 
complaints.
This canonical correlation represents about .63 of shared variance by the 
first pair of canonical variates. The canonical correlation for the second 
pair of canonical variates is .39, representing 15% of shared variance accounted for 
by the second pair of canonical variates.
Considering the structure coefficients or loadings in Table 8. 14,it  can 
be seen that overall work stressors load highly on the first canonical variate 
but load very low on the second canonical variate. Conversly, coping loads low 
on the first canonical variate and high on the second canonical variate.
On the other hand, the set of strain indices indicates that a ll strain 
indices load highly on the first canonical variate. Therefore, it  can be 
concluded that overall work stressors are related to anxiety, depression ,
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Regarding the strain set in the second canonical variate, it  appears 
that anxiety, depression and psychosomatic complaints are highly loaded on 
the second canonical variate. It  can be concluded that overall coping is 
related to anxiety , depression and psychosomatic complaints.
The index of redundancy indicates that 28% of the total variance of strain 
indices are predictable from the linear combination of overall work stressors 
and overall coping. Since overall work stressors load much higher than overall 
coping on the first canonical variate, it  follows that their contribution 
to the predicted variance percentage is greater.
Similarly, the redundancy index for the strain set regarding the second 
canonical variate indicates that 5% of the total variance of strain indices 
are predictable fron the linear combination of overall work stressors and 
overall coping. As the loadings of overall coping dominate in the second 
variate, it follows that the predicted variance is mostly accounted for by 
overall coping. It  can be concluded that the contribution of overall work 
stressors to the prediction of strain is more important than the contribution 
of overall coping strategies.
8.2.4 Sunrnary of the Canonical Correlation Analysis.
The findings regarding the relationships addressed so far, using canonical 
correlation are :
(l) - Perception of role conflict and communication stressors are associated 
with coping by engaging in non-work activities, withdrawal and decreased 
evaluation of one1s resources ( capabilities and limitations ) and 
the situation difficulties. The redundancy indices indicate that the 
linear combination of perceived work stressors predicts about 21% 
of the total variance of coping strategies. But, the linear combination 
of coping strategies predicts only 4% of the total variance of 
perceived work stressors.
dissatisfaction and psychosomatic complaints .
319
(2) - Experience of work stressors originating from role conflict, task,
pay, communications, career, and role overload is related to greater 
anxiety, depression, dissatisfaction and psychosomatic conplaints.
(3) - The coping strategies : non-work activities, withdrawal and extemalization,
are associated with greater anxiety, psychosomatic complaints and 
dissatisfaction.
(4) _ Overall work stressor index is related to anxiety, depression,
dissatisfaction and psychosomatic conplaints, whereas overall coping 
strategy index was particularly related to anxiety, depression and 
psychosomatic conplaints.
(5) - The redundancy indices for overall work stressors and overall coping
strategies suggest that the contribution to the predicted variance of 
strain indices made by the former is more important than the contribution 
of the latter.
8 . 3 PREDICTORS OF STRAIN MANIFESTATIONS.
8.3.1 Predicting Strain Indices : the Contribution of Perceived Work 
Stressors.
The research questions and hypotheses which w ill be addressed require 
the assessment of the effect of each independent variable on strain indices, 
or the identification of significant contributors among the independent variables 
to the prediction of each strain indicator, while controlling or adjusting 
for other independent variables in the equation. Canonical correlation cannot 
satisfy these objectives. The most appropriate-- analytic procedure is multiple 
regression.
More specifically, the questions to be addressed are :
(1) - What perceived work stressors : .significantly contribute to the prediction 
of strain indices ?
(2) - What is the direction of relationships of significant predictors to
strain indices ?
(3) - Are strain indices selectively responsive to perceived work stressors ?
That is, whether each strain indicator is specifically affected by some 
particular work stressors and not affected by others ?
(4) - What is the level of prediction of strain indices, collectively
contributed to by perceived work stressors ?
Table 8.15 shows that the relationship between work stressors and 
anxiety is highly significant, although of moderate magnitude ( R = .53, P<.001). 
The square multiple correlation (R = .28) indicates that 28% of the total 
variance of anxiety is predictable from perceived work stressors. Adjusted 
square multiple correlation ( Adjusted R ) is also shown. It  aims at 
correcting for the bias of overestimating multiple correlation due to the 
unrealistic treatment of the bivariate correlation coefficient as being 
error-free, in the calculation of the weights to obtain a maximum multiple
ecorrelation coefficient. The degree of overstimation of R is affected , among 
other things, by the ratio of the number of independent variables to the
e
size of the sample. The larger the ratio, the greater the R overstimation
( Pedhazur, 1982; p. 148 ). Since the present sample is of medium size, a
certain inflation in R may take place. Therefore, the provision of adjusted
2R's in Table 8.15 is justifiable. The adjusted R indicates that work stressors 
account for 24% instead of 28% of variance in anxiety.
But, what perceived work stressors independently contribute to this 
meaningful percentage of predicted variance in anxiety ? It  can be observed 
in Table 8.15 that role overload ('Beta = .37, P<.001 ) contributes 
substantially to the prediction of anxiety; followed next by role conflict 
( Beta = .18, P<.05 ). The partial coefficients of multiple regression ( Beta 
weights ) for career, task, communication and pay are not significant.
Therefore, role overload and role conflict are the significant contributors 
to the prediction of anxiety.
Regarding the regression of depression on work stressors, the multiple
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Table 8. 15 : Contribution of perceived work stressors to the prediction of
strain indices : Regression of strain indices on perceived
work stressors ( n = 110 ).
Predictors.
Criteria ( strain indices ).
Anxiety Depression dissatis­
faction
Psychoso­
matic
complaints
Overall
strain
Work stressors 
. Career .17 .22* .35*** -;oi .23*
, Task .13 .09 .05 .15+ .14+
. Role conflict .18* .22** .18** .20*  ^25***. Role overload . 37*** .12 .11 37*** 32***. Communication -.02 .22* _ 21** .02 .14+
. Pay -.09 -.06 .19* .03 .00
Multiple Rrw , 53*** 55***  ^77*** .52*** _7Q***
Multiple R .28 .30 .59 .27 .49
Adjusted R2 .24 .26 .56 .23 .46
Note : Entries in work stressor rows are standardized partial regression
coefficients ( Beta weights ). Work stressors are scored in the direction 
of increased career, task, role conflict, role overload, communication 
and pay stressors. Strain indicators are scored in the direction of 
increased anxiety, depression, dissatisfaction and psychosomatic 
complaints. Overall strain index consists of the summation of the strain 
indicesf scores.
+ P < .10
* P < .05
* * P <  .01
*** P <.001
correlation is highly significant despite its moderate size (R = .55, P<;.001). 
Thus, 30% of depression variance is accounted for by v/ork stressors. Considering 
the regression coefficients for work stressors, it appears that role conflict 
( Beta = .22, P< .01 ), communication stressors ( Beta = .22, P<.05 ) and 
career stressors ( Beta = .22, P<.05 ) contribute significantly to the prediction 
of depression.
Concerning the regression of work dissatisfaction on work stressors, it 
can be observed in Table 8 . 15, that the substantially meaningful and highly
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significant multiple correlation ( R = .77, P< .001) ‘ represents 59%of the variance 
of work dissatisfaction that is predicted from work stressors. The significant 
predictors among work stressors are career stressors ( Beta = .35, P< .001 ), 
communication stressors ( Beta = .21, P< .01 ), role conflict ( Beta = .18, P< .01), 
and pay stressors ( Beta = .19, P< .05 ).
The relationships of psychosomatic complaints to work stressors represent 
a highly significant multiple correlation ( R = .52, P<.001 ) , Work stressors, 
therefore , predict 27% of the psychosomatic conplaints variance . Those 
work stressors that independently play an important role in this amount of 
predicted variance are role overload ( Beta = .37, P< .001 ), role conflict 
( Beta = .20, P<.05 ) and task stressors ( Beta = .15, P< .10 ).
Considering the relationships between the overall index of strain and 
work stressors, the multiple correlation as high as .70 is obtained, representing 
49% variance of overall strain that is predicted by work stressors. Those 
work stressors that have significantly contributed to the prediction of overall
strain consist of role overload (.Beta = .32, P< .001 ), role conflict
( Beta = .26, PC.001 ), career ( Beta = .23, PC.05 ), task ( Beta = .14, PC .10)
and coimunications ( Beta = .14, PC. 10 ).
So far, the identification of signifleant contributors among work stressors 
to each indicator of strain and to overall strain is dealt with. It  remains 
however, to address the hypotheses formulated in Chapter V.
Hypothesis 1 stipulates that role conflict positively predicts anxiety, 
depression, dissatisfaction,,and psychosomatic complaints. Indeed, the findings 
showed that role conflict predicts increased report of anxiety, depression, 
dissatisfaction and psychosomatic complaints.
Hypothesis 2 suggests that role overload positively predicts anxiety, 
depression and psychosomatic complaints. The findings ( Table 8. 15 ) indicated 
that role overload positively and significantly contributes to the prediction 
of anxiety and psychosomatic complaints but did not significantly predict 
depression and dissatisfaction.
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Hypothesis 3 stipulates that career stressors predict anxiety, depression 
and dissatisfaction. This is partly supported by the findings shown in Table 
8. 15. Career stressors are positively significant predictors of dissatisfaction 
and depression. However, they are not significant predictors of anxiety and 
psychosomatic complaints.
Hypothesis 4 proposes that task stressors positively predict psychosomatic 
complaints. This hypothesis is somewhat supported, since the prediction of 
psychosomatic complaints by task stressors was marginally significant ( Beta = .15, 
P <.10 ). Other work stressors were not significant predictors.
The hypothesis that communication stressors positively predict anxiety# 
depression and work dissatisfaction ( Hypothesis 5 ), is partly supported . 
Communication stressors, as shown in Table 8. 15, predicted increased dissatisfaction 
and depression, but were not a significant predictor of anxiety and 
psychosomatic complaints.
Hypothesis 6 suggests that pay stressors positively predict anxiety, 
depression, and dissatisfaction. This hypothesis is weakly supported by the 
findings. The only significant prediction by pay stressors concerns work 
dissatisfaction. That is, increased pay stressors predict higher dissatisfaction. 
Other strain indices such as anxiety, depression and psychosomatic complaints 
were not significantly predicted by pay stressors.
The' first corollary that follows from the foregoing six hypotheses suggests 
that work strain indices are more responsive to role conflict than to any 
other work stressors. That is, role conflict affects more strain indices than 
any other work stressors. The findings support this inference in that role 
conflict, unlike other perceived work stressors, predicts a ll strain indices: 
anxiety, depression , dissatisfaction and psychosomatic complaints.
The second corollary inferred from the foregoing hypotheses suggests that 
strain indices are less responsive to task stressors than to role conflict, 
role overload, career, communication and pay stressors. This is a somewhat valid
inference since task stressors affect only psychosomatic complaints 
( Beta = .15, P<.10 ) and overall strain ( Beta = .14, P<.10 ) at marginally 
significant partial regression coefficients. But another work stressor, namely 
pay stressors can also be considered as weakly affecting strain indices: the 
only significant relationship .of pay stressors is to work dissatisfaction 
( Beta = .19, P<.05 ).
To summarize :
1 - Role conflict predicts increased anxiety, depression, dissatisfaction,
psychosomatic complaints and overall strain.
2 - Perceived role overload positively predicts anxiety, psychosomatic complaints
and overall strain.
3 - Perceived career stressors positively predict depression, dissatisfaction 
• and overall strain.
4 - Perceived communication stressors predict increased depression,
dissatisfaction and overall strain.
5 - Perceived pay stressors positively predict dissatisfaction.
5 - Perceived task stressors positively and marginally predict psychosomatic 
complaints and overall strain.
8.3.2' Predicting Strain Indices : the Contribution of Contextual Variables.
The research issue consists of studying what type of contextual variables 
predict what sort of strain indices and to what extent. Therefore, the research 
tasks involve:
(a) - Determining the magnitude of prediction contributed by a ll contextual
variables to each strain indicator.
(b) - Identifying significant predictors among contextual variables, namely
work-family interaction, supportive relationships and participation.
(c) - The direction of the relationships of contextual variables to strain
indices .
324
325
(d) - Considering whether strain indices respond selectively to the contextual
variables.
To tackle these issues, Table 8. 16 offers the summary statistics needed.
It can be observed that the respective regressions of the criteria: anxiety, 
depression, dissatisfaction , psychosomatic complaints and overall strain 
on contextual variables produce very highly significant multiple correlation 
coefficients ( Rs = .49, .54, .81, .50 and .68 , respectively, a ll significant 
at P<.001 ). Some coefficients are even substantively meaningful as for the 
relationships of work dissatisfaction to contextual variables ( R = .81 ).Thus, 
the respective percentages of variance for anxiety, depression, dissatisfaction, 
psychosomatic complaints and overall strain that are predicted by contextual 
variables amount to 24%, 29%, 67%, 25% and 46%. Therefore, the proportions 
of strain variance that contextual variables can predict range from .24%
( of anxiety variance ) to 67% ( of dissatisfaction variance ).
To identify the significant predictors among the contextual variables,
Table 8 . 16 reveals that, regarding the three strain indices, namely anxiety, 
depression, and psychosomatic complaints, the only significant predictor is 
family-work interface. Greater disruption in the interaction of family life  
with work is highly predictive of increased report of anxiety (Beta = .49,
P<.001 ), depression ( Beta = .53, P<.001 ), and psychosomatic complaints 
( Beta = .49, P< .001 ). Moving to work dissatisfaction relationships to 
contextual variables, it  can be seen that supportive relationships ( Beta = -.40, 
P-E .001 ), disrupted family-work interface ( Beta = .32, P< .001 ) and lack 
of participation ( Beta = .40, P< .001 ) are significant predictors of work 
dissatisfaction. Therefore, increased feelings of work dissatisfaction are 
significantly predicted by disrupted family-work interface and low participation, 
while decreased dissatisfaction is highly predicted by the existence of 
supportive relationships.
With reference to overall strain, two contextual variables contribute 
to its prediction: supportive relationships and disrupted family-work interface.
326
TABLE 8. 16 Contributions of contextual variables to the prediction of
strain indices: Regression of strain indices on contextual
variables ( n = 110 )
Criteria ( Strain indices. )
Predictors
Anxiety. Depression Dissatis­faction.
Psychoso­
matic
complaints
Overall
strain.
Contextual
Variables.
. Supportive 
relationships. -.1 0 -.10 ~.40*** -.08 -.20*
. Family-work 
Interface. . 49*#* . 53**"* _32*** . 4g*** .61***
. Low 
Participation. -.07 -.02 .40*** -.01 -.06
Multiple R 4^9*** ,54#** .81*** .50*** .68***
Multiple R2 .24 .29 .67 .25 .46
2Adjusted R .22 .27 .66 .23 .45
Note : Entries for contextual variables are standardized partial regression 
coefficients ( Beta weights ). Contextual variables are scored in the 
direction of greater supportive relationships, increased stressors 
from family-work interface, and decreased participation.
* P< .05
** P< .01
***P< .001
The former predicts decreased overall strain ( Beta = -.20, P<.05 ), and the 
latter substantially predicts increased overall strain ( Beta = .61, P< .001 )
In chapter V, five hypotheses have been formulated regarding the 
relationships of contextual variables to strain indices. The pressing question 
is: To what extent are these hypotheses supported by the forgoing findings ?
The hypothesis that disrupted family-work interface contributes positively 
to the prediction of anxiety, depression, dissatisfaction and psychosomatic 
complaints ( Hypothesis 7 ), is supported by the findings reported in Table 8.16
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Indeed disrupted family-work interface substantially predicts'increased 
anxiety ( Beta = .49, Pk.OOl ), increased depression ( Beta = .53, P<1.001 ), 
higher dissatisfaction ( Beta = .32, P< .001 ) and more frequent psychosomatic 
complaints ( Beta = . 49, Pk . 001 ).
Hypothesis 8 stipulates that supportive relationships contribute 
significantly to the prediction of decreased anxiety, depression, dissatisfaction 
and psychosomatic complaints. The findings lend little  support to this 
hypothesis. The prediction of decreased dissatisfaction by supportive relationships 
is significant and meaningful ( Beta = -.40, P<.001 ). However, the partial 
regression coefficients for anxiety ( Beta = -.10 ), depression (Beta = -.10) 
and psychosomatic complaints ( Beta = -.08 ) in relation to supportive 
relationships, fa il to reach the level of significance.
' Hypothesis 9 suggests that "lack of participation" predicts increased 
dissatisfaction, anxiety and depression. These hypothesized relationships are 
only partly corroborated by the results. Report of low participation is associated 
with higher prediction of increased dissatisfaction ( or low satisfaction).
However, participation fails to predict anxiety, depression and psychosomatic 
complaints.
The hypothesis that disrupted family-work interface, compared with 
supportive relationships and participation, is the major contributor to the 
prediction of reported strain indicators ( Hypothesis 10 in Chapter V ), is 
valid as far as the findings of this research are concerned. A quick look at 
the Beta weights in Table 8 . 16 is sufficient enough to revea]. that disrupted 
family-work interface is by far the dominant predictor of anxiety ( Beta = .49,
P*C .001 ), depression ( Beta = .53, PrtOOl ), psychosomatic complaints 
( Beta = .49, P<.001 ) and overall strain ( Beta = .61, P <  .001 ). The only 
exception is the prediction of dissatisfaction where a ll the three contextual 
variables are highly significant predictors of dissatisfaction.
Hypothesis 11 suggests that greater overall strain is positively predicted 
by disrupted family-work interface and low participation, and negatively
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predicted by supportive relationships. The findings shown in Table 8. 16 
support the idea that disrupted family-work interface predicts increased overall 
strain ( Beta = .61, PC 001 ), and that higher supportive relationships predicts 
decreased overall strain ( Beta = -.20, P<.05 ). 'The results, however, lend 
no support to the idea that lack of participation predicts a significant 
increase in overall strain .
To summarize :
(1) - Disrupted family-work interface is highly predictive of increased
anxiety, depression, dissatisfaction, psychosomatic complaints and overall 
strain.
(2) - Supportive relationships are highly predictive of decreased
dissatisfaction and overall strain.
(3) -Low participation is a highly significant predictor of dissatisfaction.
8.3.3 Predicting Strain Indices: the Contribution of Personality Variables.
In addition to the hypotheses that w ill be addressed later, the research 
tasks consist of :
(a) - Determining the level of prediction contributed by personality variables
to each strain index.
(b) - Identifying what personality variables predict what kind of strains.
(c) - Examining the direction of relationships between personality variables
and strain indices.
(d) - Considering whether strain indices are selectively predicted by personality
variables
Table 8. 17 shows that the multiple correlation coefficients for 
personality variables with anxiety ( R = .31, PC.01 ), depression ( R = .36,
P <.001 ), psychosomatic complaints ( R = .28, PC .05 ) and overall strain 
( R = .38, P c .001 ) are sometimes highly significant despite their modest 
magnitudes. However, the multiple correlation of personality variables with
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Table 8. 17 : Contribution of personality variables to the prediction of
strain indices: Regression of strain indices on personality
variables ( n = 110 ).
Criteria ( Strain indices )
Predictors.
Anxiety. Depression. Dissatis­faction.
Psychoso­
matic
complaints.
Overall 
strain.
Personality 
Variables.
. Self-Esteem. -.1 0 -.29** -.15 -.20* -.25**
. Type A 
Behaviour 
pattern. .20* .14 .01 . 17+ .18*
. Internal Locus 
of control. 18+ -.1 1 -.11 -.04 -. 15+
Multiple R .31** .36*** .20 (NS) .28* .38***
Multiple R2 .10 .13 .04 .08 .14
Adjusted R2 .07 .11 .02 .05 .12
Note : Entries for personality variables are standardized partial regression 
coefficients ( Beta weights ). Personality variables are scored in the 
direction of type A behaviour, internal locus of control and higher 
self-esteem.
+ P< .10
* P/C .05
** P< .01 
*** P< .001
dissatisfaction is not significant. Therefore, no further analysis of the 
relationships of individual variables of personality to work dissatisfaction 
is performed. Examination of the percentages of predicted variance ( R ) 
reveals that a ll R are low, ranging from 4% ( predicted variance in 
dissatisfaction ) to 14% ( predicted variance in overall strain ). Therefore, 
although these percentages of explained variance are statistically significant 
( except the percentage of predicted variance in dissatisfaction being not 
significant ), they are , however, of little  substantive meaningfulness.
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Returning to the examination of partial regression coefficient? shown 
in Table 8 . 17, it  can be seen that anxiety is positively predicted by Type 
A behaviour pattern ( Beta =.20, P< .05 ), and negatively predicted by internal 
locus of control ( Beta = -. 18, P C . 10 ). Decreased depression is predicted 
by higher self-esteem ( Beta = -. 29, P c . 01 ). Low frequency of psychosomatic 
coTplaints is predicted by higher self-esteem ( Beta = -.20, PC .05 ), but 
frequent psychosomatic complaints is predicted by Type A behaviour1 ( Beta = .17, 
PC. 10 ). Finally, reduction in overall strain is significantly predicted 
by high self-esteem ( Beta = -.25, PC .01 ) and somewhat predicted by internal 
locus of control ( Beta = -.15, Pc.10 ). But, increased overall strain is 
predicted by Type A behaviour pattern ( Beta = .18, P< .05 ).
Turning now to the hypotheses formulated in Chapter V regarding the 
relationships of personality variables to strain indices.
Hypothesis 12 suggests that Type A behaviour pattern predicts increased 
anxiety, depression, dissatisfaction and psychosomatic complaints. The findings 
partly support this hypothesis. As it  can be seen in Table 8 . 17 , workers, 
with Type A behaviour pattern, report greater anxiety ( Beta = .20, PC .05 ) 
and psychosomatic complaints ( Beta = .17, Pc.10 ). However, Type A behaviour 
bears no relationship to depression.
Hypothesis 13 stipulates that high self-esteem contributes to the prediction 
of reduced anxiety, depression, dissatisfaction and psychosomatic complaints.
The findings shown in Table 8. 17 indicate that self-esteem is a predictor 
of low depression ( Beta = -.29, PC .01 ) and low frequency of psychosomatic 
complaints ( Beta = -.20, PC .05 ). However, anxiety is not significantly 
predicted by self-esteem.
The hypothesis that beliefs in internal control over events predict 
decreased anxiety, depression, dissatisfaction and psychosomatic complaints 
( Hypothesis 14 ) is weakly supported by evidence. Among strain indices, only 
low anxiety is significantly predicted by internal, locus of control (Beta = -.18, 
PC.10 ).
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Hypothesis 15 stipulates that overall strain is positively affected by 
Type A behaviour pattern, and negatively affected by self-esteem and internal 
locus of control. Indeed, the findings shown in Table 8. 17 suggest similar 
pattern of relationships: low level of overall strain is predicted by high 
self-esteem ( Beta = -.25, P< .01 ) and internal locus of control ( Beta = -.15, 
P<. 10 ). On the other hand, high overall strain is significantly predicted 
by Type A behaviour pattern ( Beta = .18, P< .05 ).
To summarize, the findings indicate that :
1 - Type A behaviour pattern predicts increased anxiety, psychosomatic complaints
and overall strain.
2 - Self-esteem predicts decreased depression, psychosomatic complaints and
overall strain.
3 - Internal locus of control predicts ( although marginally ) decreased
anxiety and low overall strain.
8.3.4 Predicting Strain Indices :' the Contribution of Socio-Demographic Variables
The research tasks regarding the relationships of socio-demographic
variables to each strain indicator consist of examining what types of
socio-demographic variables predict what kinds of strain indicators; and
assessing the proportions of variance accounted for by socio-demographic
variables concerning each strain indicator.
2Examination of R and R in Table 8. 18 reveals that socio-demographic
variables are weakly correlated with strain indices : there are only two multiple
correlation coefficients which are significant beyond ( P< .05 ), two at
2( P<.10 ), and one non-significant. Also, it  can be observed that R s range 
from 6% to 12% of predicted variance in depression and dissatisfaction 
respectively. Therefore, these coefficients account for only small percentages 
of strain variance .
Partial regression coefficients in Table 8. 18 indicate that only
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TABLE 8. 18 : Contribution of socio-demographic variables to the prediction
of strain indices : Regression of strain indices on socio-
demographic variables ( n = 110 ).
Predictors.
Criteria ( Strain indices ).
Anxiety. Depression. Dissatis­faction.
Psychoso­
matic
complaints
Overall
strain.
Soc io-demographic 
Variables.
. Income. .14 -.03 - .  21+ .17 .04
.  Education. ■-.03 -.09 -.18 .06 -.07
.  Tenure. .10 -.15 -.29 .02 -.09
.  Married. -.17 .11 .22+ .09 .07
.  Age. .20 .18 .20 .09 .22
Multiple R .32* .24 (NS) .35** .  29+ .  29+
Multiple R2 .10 .06 .12 .08 .08
2Adjusted R .05 .01 .08 .04 .04
Note : Entries for socio-demographic variables are standardized partial
regression coefficients ( Beta weights ). The socio-demographic 
variables are scored in the direction of increased higher income, 
education, tenure and age; and in the direction of being married.
+ P < . 10
* P< .05
** P< .01
*** P< .001
dissatisfaction among strain indices is predicted by income ( Beta = -.21, 
P4.10 ) and the marital status of being married ( Beta = .22, PC.10 ).
Both relationships are, however, marginally significant.
It  can be concluded that socio-demographic variables are of negligible 
predictive value of strain indices. Therefore, the hypotheses ( Hypothesis 16A 
through Hypothesis 20A ) formulated in Chapter V are not Supported.
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TABLE 8. 19 : Summary table of adjusted squared multiple correlation
coefficients of the variable sets considered.
2R for each set of variables.
Anxiety. Depression Dissatis­faction
Psychoso­
matic
symptoms
Overall
strain
.  Work stressor
set. .24 .26 .56 .23 .46
. Coping strategy-
set. .17 .18 .04 .09 .20
. Contextual 
variable set. .  22 .27 .66 .23 .45
,  Personality
variable set. .07 .11 .02 .05 .12
.  Socio-demograph: 
variable set.
o
o cn .01 .08 .04 .04
8.3.4 Summary of predicted variance levels accounted for by each set of variables
Table 8. 19 recapitulates the percentages of strain indicator variance 
predicted by each of the following set of variables : work stressor, coping 
strategies, contextual variables, personality attributes and socio-demographic 
characteristics. The summary table permits the following inferences :
First : The most important variable sets that considerably contribute to the
prediction of strain indices are perceived work stressors and contextual variables.
Second : The least important sets which contribute little  to the prediction 
of strain indices are socio-demographic characteristics and personality attributes.
Third : Anxiety, depression, psychosomatic symptoms and overall strain are
generally responsive to the sets of perceived work stressors, coping strategies 
and contextual variables; but they are less responsive to personality attributes 
and demographic characteristics.
Fourth : Dissatisfaction is highly responsive to situational variables such as
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work stressors and contextual variables, and less sensitive to individual 
variables such as coping strategies, personality attributes and socio-demographic 
characteristics.
8 -. 4 MEDIATING EFFECTS OF COPING STRATEGIES; CONTEXTUAL VARIABLES,
PERSONALITY, AND SOCIO-DEMOGRAPHIC VARIABLES ON PERCEIVED WORK 
STRESSOR-STRAIN RELATIONSHIPS.
8.4.1 Mediating effects of coping strategies on the work stressor-strain 
relationships;
The research questions to be addressed are :
(1) Do coping strategies mediate the effect of overall perceived work stressor 
on strain indices ( i.e. anxiety, depression, dissatisfaction, psychosomatic 
complaints and overall strain ) ?
(2) What types of coping strategies ' actively mediate the effect of overall 
work stressors on strain indices ?
(3) Does the potential mediating role of certain coping strategies buffer 
the effect of overall work stressors on strain indices or exacerbate it?
In Table 8. 20, each strain index ( Dissatisfaction is omitted due to
the absence of a relationship between dissatisfaction and coping strategies)
is regressed on overall work stressors without taking account of coping
strategies. The resulting standardized partial regression coefficients ( Beta
2weights ) and square multiple correlation coefficients ( Rg ) are shown in
the first row of each box in the table. Then, each strain index is regressed
on overall stressors and on coping strategies. The resulting summary statistics
2( Beta weights and Rv. ) are shown in the bottom line in each box of the table.s
To read Table 8. 20, attention should first be directed to the left-hand 
column in each box. Thus, the regression coefficient ( Beta = .42 ) represents 
the increase in anxiety due to overall work stressors in the absence of coping
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strategies. The regression coefficient ( Beta = .33 ) reflects the direct 
effect of overall work stressors on anxiety after taking into account coping 
strategies, that is, when coping strategies are controlled for. But what do 
the two regression coefficients suggest ? The first regression coefficient 
( Beta = .42 ) reflects the positive effects of overall work stressors on 
anxiety when coping strategies are not controlled for'! In other words, it  
carries the direct as well as the indirect effects of overall work stressor 
on anxiety. Mien coping strategies are controlled for as shown in the bottom 
row of each box in Table 8. 20, the regression coefficient for overall work 
stressors drops from ( Beta = .42 ) to ( Beta = .33). So, the direct effect 
of overall stressors on anxiety is; Beta = .33,:>P< .001 ; but the decrease
in the original regression produced by the control for coping strategies 
represents the existence of an indirect effect of overall stressor mediated 
by coping strategies.
As far as anxiety is concerned, the first question is answered. The next 
two questions s till await examination : What types of coping strategies 
actively mediate the overall work stressor-anxiety relationship ? Do coping 
strategies that potentially mediate that relationship, buffer or exacerbate 
the effects of overall stressors on strain ?
The bottom row in Table 8. 20 representing the regression of anxiety on 
overall stressors and on coping strategies, reveals that the coping strategy; 
withdrawal is the only coping strategy that induces a significant increase 
in anxiety ( Beta = .27, P<.001) and adds more power of prediction of anxiety 
( 13% ) beyond that accounted for by overall work stressors. Therefore, 
overall work stressors stimulate the use of withdrawal. Withdrawal in turn 
exacerbates the transmitted effect, and induces greater anxiety.
Moving to the strain indicator: depression, Table 8.20 indicates that 
the regression coefficient ( Beta = .48, reflecting the regression of depression 
on overall stressors ) decreases to ( Beta = .44 ) when coping strategies are 
also considered. This drop is indicative of the indirect relationship of overall
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stressors to depression mediated by coping strategies. Whereas, the value 
( Beta = .44, ,;P< .001 ) represents the direct effect of overall work stressors 
on depression.
But are all coping strategies significant mediators of the overall 
stressor-depression relationships ? Table 8. 20 reveals that two coping 
strategies produce significant increases in depression: withdrawal ( Beta = .31, 
P< .001 ) and evaluation ( Beta = .22, P< .01 ); As a result, an increment in 
the prediction of depression is gained, ( a. R = 16% ), therefore, the significant 
mediators among coping strategies are: withdrawal and evaluation. That is, 
overall work stressors induce withdrawal and evaluation ( as suggested by the 
indirect relationship of overall work stressors to depression ), and the two 
coping strategies produce greater depression ( as indicated by their respective 
partial regression coefficients ).
Regressing psychosomatic complaints on overall work stressors yields, 
as indicated in Table 8 . 20, a regression coefficient of .40 ( P< .001 ).
However, in the presence of coping strategies, the former coefficient declines 
from ( Beta = .40 ) to (■ Beta = .36 ). This decrease represents that part of 
the effect of overall work stressors that is mediated by coping strategies.
Among coping strategies adjusted for, only withdrawal positively exerts a direct 
effect on psychosomatic complaints ( Beta = .22, P< .01 ). So, withdrawal is 
the only eligible mediator of the indirect relationship of overall work stressors 
to strain. Overall work stressors lead to an increase in withdrawal coping, 
withdrawal in turn produces more frequent psychosomatic complaints.
Table 8 . 20 also shows the regression of overall strain on overall work 
stressors. The simple regression coefficient ( Beta = .68 ) is reduced to 
( Beta = .61 ) following the introduction of coping strategies into the 
regression equation. This decrease is the part of the indirect effect exerted, 
by overall work stressors on overall strain, whereas the coefficient of multiple 
regression ( Beta = .61, P<.001 ) reflects the direct effect of overall work '
stressors. Among the coping strategies that produce an increase in overall 
strain are withdrawal ( Beta = .28, P< .001 ) and evaluation ( Beta = .18,
P< .01 ). Therefore, withdrawal and evaluation mediate the part of the indirect 
relationship of overall work stressors to overall'strain, so that overall 
work stressors mobilize coping through withdrawal and evaluation, and these 
coping strategies lead to further increase in overall strain. The predictive 
power added to the prediction of overall strain beyond that accounted for by 
overall work stressors is 10%.
The findings mentioned so far can be summarized as' follows:
(1) Coping strategies mediate the effect of overall work stressors on strain 
indices such as anxiety, depression, psychosomatic symptoms and overall 
strain.
(2) Withdrawal ( a coping strategy ) mediates the effects of overall strain 
on anxiety, depression, psychosomatic symptoms and overall strain. The 
coping strategy : evaluation, plays a mediating role in the relationships 
of overall work stressors'to depression and overall strain.
(3) Both withdrawal and evaluation exacerbate the effect of overall work 
stressors on strain indices, so that overall work stressors stimulate 
coping through withdrawal and evaluation, and these coping • strategies lead 
to higher level of strain indices.
(4) Coping strategies in general, and withdrawal and evaluation in particular, 
provide additional power to the prediction of strain indices.
8.4.2 Mediating effects of coping strategies on the relationship of each 
type of work stressor to strain indices.
The research tasks to be addressed consist of :
(1) Examining what coping strategies mediate the effect of what perceived 
work stressors on what strain indices ?
(2) Considering whether this mediation consists of buffering or exacerbating 
the effects generated by different perceived work stressors on different 
strain indices.
338
The extreme left-hand column for Table 8.21 shows that regressing strain 
indices, namely anxiety, depression, psychosomatic complaints and overall 
strain, on role conflict only, produces the following simple regression 
coefficients .26, .36, .26, and .41 . These simple regression coefficients 
contain the direct as well as the indirect effects. To test for the existence 
of the direct as well as indirect effects of role conflict, coping strategies 
are adjusted for by entering them into the same regression equation that 
containsthe variable: role conflict. The presence of coping strategies in the 
relationships of role conflict to anxiety, depression, psychosomatic complaints 
and overall strain, decreases the foregoing simple regression coefficients to 
.14, .26, .17, and .29 respectively. Such decreases represent those indirect 
parts of the effect of role conflict on strain indices, that is,the pants of 
the effect consumed to bring into play some coping strategies ? Table 8.21 
reveals that withdrawal is the dominant operational coping strategy, exerting 
direct effects on a ll strain indices, ranging from ( Beta =.24, P< .001 ) 
on psychosomatic complaints ) to ( Beta= .34, P< .001; on overall strain ). 
Additionally, the coping strategy : evaluation, leads to an increase in 
depression ( Beta =.22, P< .01 ), overall strain ( Beta =.18, P< .05 ) and 
psychosomatic complaints ( Beta = . 18, P<. 10 ). Therefore, the indirect effect 
of role conflict represents the effect exerted by role conflict to mobilize 
the coping strategies: "withdrawal", and to a less extent "evaluation".
" Withdrawal " and "evaluation", being partly activated by the presence of 
role conflict, induce greater anxiety, depression, psychosomatic symptoms 
and overall strain.
The operational coping strategies generate a gain in the prediction of 
strain indices that sometimes exceeds the percentage of variance accounted 
for by role conflict.
Similarly, the regression of anxiety, depression, psychosomatic complaints 
and overall strain on role overload ( Table 8.22 ), career stressors ( Table 
8.23 ), task stressors (Table 8.24), communication stressors (Table 8.25), and pay
339
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s t r e s s o r s  ( T a b l e  8 . 2 6  ) ,  w h e n  c o p i n g  s t r a t e g i e s  a r e  t a k e n  i n t o  c o n s i d e r a t i o n ,  
p r o d u c e s  r e d u c t i o n  i n  t h e  p a r t i a l  r e g r e s s i o n  c o e f f i c i e n t s .  T h e  o n l y  n o t a b l e  
e x c e p t i o n s  a r e  t h e  r e g r e s s i o n  c o e f f i c i e n t s  r e s u l t i n g  f r o m  t h e  r e g r e s s i o n  o f  
p s y c h o s o m a t ic  c o m p l a i n t s  a n d  o v e r a l l  s t r a i n  o n  p a y  s t r e s s o r s  a n d  c o p i n g  
s t r a t e g i e s ,w h ic h  a r e  n o t  a p p a r e n t l y  r e d u c e d  ( T a b l e  8 . 2 6  ) .  T h e r e f o r e , t h e s e  
r e d a c t i o n s  i n  t h e  s i m p l e  r e g r e s s i o n  c o e f f i c i e n t s  o f  w o r k  s t r e s s o r - s t r a i n  
r e l a t i o n s h i p s  a s  a  r e s u l t  o f  t h e  i n t r o d u c t i o n  o f  c o p i n g  s t r a t e g i e s  r e p r e s e n t  
t h e  i n d i r e c t  e f f e c t s  o f  r o l e  o v e r l o a d ,  c a r e e r ,  t a s k ,  c o m m u n ic a t io n  a n d  p a y ,  
o n  s t r a i n  i n d i c e s .  T a b l e  8 . 2 2  t h r o u g h  T a b l e  8 . 2 6  r e v e a l  t h a t  t h e  i n d i r e c t  
e f f e c t s  o f  t h e  f o r e g o i n g  w o r k  s t r e s s o r s  o n  s t r a i n -  i n d i c e s  a r e  m a i n l y  m e d ia t e d  
b y  w i t h d r a w a l  a n d  o c c a s i o n a l l y  b y  e v a l u a t i o n .  W i t h d r a w a l  g e n e r a l l y  i n d u c e s  
i n c r e a s e s  i n  a n x i e t y ,  d e p r e s s i o n ,  p s y c h o s o m a t i c  c o m p l a i n t s  a n d  o v e r a l l  s t r a i n  
u n d e r  a l l  t y p e s  o f  w o r k  s t r e s s o r  c o n d i t i o n s ;  w h i l e  e v a l u a t i o n  o f t e n  p r o d u c e s  
i n c r e a s e  i n  d e p r e s s i o n ,  p s y c h o s o m a t i c  c o m p l a i n t s  a n d  o v e r a l l  s t r a i n  u n d e r  som e  
w o r k  s t r e s s o r  c o n d i t i o n s ,  p a r t i c u l a r l y ,  c o m m u n ic a t io n ,  r o l e  o v e r l o a d ,  c a r e e r  
a n d  p a y  s t r e s s o r s .  I t  c a n  b e  c o n c l u d e d  t h a t  t h e  i n d i r e c t  e f f e c t s  o f  t h e s e  w o r k  
s t r e s s o r s  o n  s t r a i n  i n d i c e s  s e r v e  t o  a c t i v a t e  t h e  c o p i n g  s t r a t e g i e s  : 
w it h d r a w a l  a n d  e v a l u a t i o n  w h ic h  i n  t u r n  l e a d  t o  t h e  e x a c e r b a t i o n  o f  s t r a i n  
i n d i c e s  a s  i n d i c a t e d  b y  t h e i r  r e s p e c t i v e  p a r t i a l  r e g r e s s i o n  c o e f f i c i e n t s .
A d o p t i o n  o f  c o p i n g  s t r a t e g i e s  w h e re  w i t h d r a w a l  a n d  e v a l u a t i o n  a r e  t h e  
m o s t  o p e r a t i o n a l  c o p i n g  s t r a t e g i e s  c o n t r i b u t e ?  t o  t h e  p r e d i c t i o n  o f  s t r a i n  
i n d i c e s  b e y o n d  t h e  l e v e l  o f  p r e d i c t i o n  a c c o u n t e d  f o r  b y  e a c h  w o r k  s t r e s s o r s .
M o v in g  t o  t h e  e x a m i n a t i o n  o f  h y p o t h e s e s ,  H y p o t h e s i s  26  f o r m u l a t e d  i n  
C h a p t e r  V  s u g g e s t s  t h a t  t h e  c o p i n g  s t r a t e g y  : w i t h d r a w a l ,  e x a c e r b a t e s  t h e  
in d e p e n d e n t  im p a c t s  o f  d i f f e r e n t  w o r k  s t r e s s o r s  o n  e a c h  s t r a i n  i n d e x , i s  
g e n e r a l l y  s u p p o r t e d .  O n  t h e  o t h e r  h a n d ,  H y p o t h e s i s  22  t h r o u g h  H y p o t h e s i s  2 5  
( s e e  C h a p t e r  V  ) s t i p u l a t e  t h a t  t h e  c o p i n g  s t r a t e g i e s ,  n a m e ly ,  e x t e m a l i z a t i o n ,  
e v a l u a t i o n ,  a c t i o n  a n d  n o n - w o r k  a c t i v i t i e s ,  a t t e n u a t e  t h e  in d e p e n d e n t  e f f e c t  
o f  e a c h  w o rk  s t r e s s o r  o n  e a c h  s t r a i n  i n d i c a t o r .  T h e s e  h y p o t h e s e s  a r e  n o t  
s u p p o r t e d ,  e x c e p t  t h e  h y p o t h e s i z e d  m e d i a t i n g  r o l e  o f  t h e  c o p i n g  s t r a t e g y  :
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"evaluation", which has partly been supported. The findings indicate that 
evaluation mediates the relationships of most work stressors on most strain 
indices; but the form of mediation consists of exacerbating instead of buffering 
the indirect impacts of the majority of work stressors on strain indices.
At this stage of analysis, a summary is needed.
(1) Among coping strategies, only withdrawal, and to a less extent evaluation, 
mediate the relationships of perceived work stressors stemming from task, 
communications, career, role conflict, role overload and pay, to strain 
indices, namely anxiety, depression, psychosomatic complaints and overall 
strain.
(2) The form of the mediation operated by withdrawal and occasionally by 
evaluation, is that every perceived work stressor stimulates ■' adoption oF 
the coping strategies : withdrawal and evaluation; and these coping strategies 
exacerbate the level of strain indices.
(3) The coping strategy : withdrawal, mediates the independent effects of all 
perceived work stressors on all strain indices. The mediating role of the 
coping strategy : evaluation, is less pervasive than withdrawal, since
it mediates the relationship of work stressors ( i.e. communication, role 
overload, career and pay stressors ) to sane strain indices ( i.e. depression, 
psychosomatic complaints and overall strain ).
(4) Coping strategies, among which withdrawal and evaluation are the most 
operational, add more power to the prediction of strain indices, that 
sometimes exceeds the size of prediction accounted for solely by some 
perceived work stressors.
8.4.3 Mediating effects of contextual variables on the relationships of 
overall work stressors to strain indices.
The research questions to be dealt with are :
(1) Do contextual variables, namely disrupted family-work interface,supportive 
relationships and low participation, operate as mediator of the effect of
348
overall work stressors on different strain indices ?
(2) Does this potential mediating role of contextual variables buffer or 
exacerbate the effect of overall work stressor on each strain index ?
To answer these questions, Table{*8.27) should be examined. They are 
organized in a similar manner to the previous tabled. As before, attention 
should first be directed to the extreme left-hand column which shows the 
changes in the relationships of overall work stressors to anxiety, depression, 
dissatisfaction, psychosomatic complaints and overall strain, before and after 
controlling for the contextual variables. Thus,the value ( Beta-= .45 ) 
represents the simple regression coefficient resulting from regressing anxiety 
on overall work stressors without taking account of the contextual variables.
The value ( Beta = .29 ) represents the partial regression coefficient produced 
by regressing anxiety on overall stressors and on contextual variables after 
controlling for the three contextual variables ( i.e. disrupted family-work 
interface, supportive relationships and participation ). It can be observed 
that the simple regression coefficient drops fron .45 to .29 when the 
contextual variables are taken into consideration. The value ( Beta = .29,
P<.05 ) represents the direct effect of overall work stressors, whereas the 
decrease in the simple regression coefficient denotes the indirect effect of 
overall work stressors on anxiety. Among the contextual variables, only 
disrupted work-family interface ( Beta = .31, P< .001 ) mediates the indirect 
effect of overall work stressors on anxiety. Therefore, overall work stressors 
contribute to ■.the disruption of the family-work interface, and the latter 
exacerbates further the level of anxiety.
It should be noted that the consideration of contextual variables raises
2 2the percentage of explained variance from R = .20 to R = .27 .
Likewise, regressing separately: depression, dissatisfaction, psychosomatic 
complaints and overall strain on overall work stressors in the absence of 
contextual variables yields the following simple regression coefficients :
.51 , .74 , .44  and . 68, r e s p e c t iv e ly .  However, fo llo w in g  the c o n s id e r a tio n  o f
349
contextual variables, the effects of overall work stressors ( as indicated 
by the foregoing simple regression coefficients ) on depression, dissatisfaction 
psychosomatic conplaints and overall strain are reduced to .30, .53, .20, and 
.41 respectively. These partial regression coefficients are indicative of the 
direct effect of overall work stressors; whereas the observed reductions in the 
effects of overall work stressors after adjusting for contextual variables, 
indicate the indirect effects of overall work stressors on the respective 
strain indices.
Also it can be observed in the bottom rows in the last four boxes in 
Table ( 8.27), that disrupted family-work interface mediates the relationships 
of overall work stressors to depression ( Beta = .34, P< .01 ), psychosomatic 
complaints ( Beta = .36, P< .01 ) and overall strain ( Beta = .36, P< .001 ), 
in such a way that overall work stressors add to the disruption of work-family 
interaction, and that the disrupted work-family interface produces greater 
depression, psychosomatic conplaints and overall level of strain.
On the other hand, supportive relationships mediate the relationships 
of overall work stressors to dissatisfaction ( Beta =-.37, P< .001 ) and 
overall strain ( Beta = -.17, PZ..05 ). More specifically, the presence of 
overall work stressors creates a need for supportive relationships that 
effectively buffer the coper from the feeling of dissatisfaction and the 
general level of strain.
Finally, "low participation" mediate? the relationships of overall work 
stressors to dissatisfaction ( Beta = .23, P< .001 ), that is the indirect 
aversive effect of overall perceived work stressors on reported work 
dissatisfaction is exacerbated by the mediating effect of lack of participation.
It should be noted that the presence of the contextual variables adds 
more power to the overall work stressor-strain relationships, to predict, 
anxiety, depression, dissatisfaction, psychosomatic conplaints and overall 
strain.
Having answered the fo re g o in g  research  q u e stio n s , i t  rem ains to  address
vTABLE 8. 27 : Mediating effect of contextual variables on overall work
stressor-strain relationships : Regression of each strain 
index on overall work stressors with gradual inclusion of 
contextual variables ( n = 110 ).
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Overall Contextual variables.
R2workstressors (1 ) (2) (3)
Anxiety .45*** .20
Ol) Work-family interface. .23* .33** .26
(2) Supportive relationships. 4*.22 .33** 00 .26
(.3) Low participation. .29* .31** -.07 .16. .27
Depression .51*** .26
(1) Work-family interface. . 27** .34** .32
(2) Supportive relationships. .25* .35** -.03 .32
(3) Low participation. .30** .34** -.08 .12 .33
Dissatisfaction < 74*** .54
(1) Work-family interface. .84*** -.15+ .56
(2) Supportive relationships. .62*** -.03 _ 4 7*** .75
(3) Low participation. .53*** - -00 _ 3 7*** .23*** .78
Psychosomatic complaints . 44*** .19
(1) Work-family interface. ■ 19+ .36** .26
(2) Supportive relationships. .18 .37** -.03 .26
(3) Low participation. .20 .36** -.06 -.06 .26
Overall strain .68*** .46
(1) Work-family interface. .45*** .33*** .51
(2) Supportive relationships. .38*** _ 3 7*** -.14* .53
(3) Low participation. .41*** ,36*** -.17* -.07 .53
+ PC .10 **p. < .01
* P < .05 ***P < .001
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the hypotheses mentioned in chapter V.
Hypothesis 28 suggests that disrupted family-work interface mediates the 
effect of perceived work stressors on strain indices, so that it exacerbates 
the transmitted effect of work stressors on strain indices. The findings 
generally support this hypothesis. Disrupted family-work interface exerts 
a mediating effect on the relationships of overall work stressors to all 
strain indices, except to dissatisfaction. Perceived work stressors affect' 
family-work interaction and the latter generates greater anxiety, depression, 
psychosomatic complaints and overall strain.
Hypothesis 29 predicts that supportive relationships mediate perceived 
work stressor-strain link, leading to the attenuation of the aversive effect 
of each perceived stressor on each strain indicator. The findings, however, 
indicate that supportive relationships mitigate the effect of perceived work 
stressors on dissatisfaction and'overall strain.
Finally, Hypothesis 30 suggests that lack of participation exerts a 
mediating effect upon perceived work stressor-strain relationships, by 
exacerbating the aversive effect of perceived work stressors, on anxiety, 
depression, dissatisfaction, psychosomatic complaints and overall strain.
These hypothesized relationships are weakly supported by the present findings.
Low participation significantly mediates the relationship of overall perceived 
stressors to dissatisfaction only, by inflating the aversive effect of overall 
perceived stressors on satisfaction.
To conclude , the patterns of findings that have emerged fron the foregoing 
analysis are :
(1) Disrupted family-work interface mediates the effects of overall work 
stressors on anxiety, depression, psychosomatic complaints and overall 
strain, so that overall work stressors contribute to the disruption of 
family-work interface, and the disrupted family-work interaction, in tum, 
exacerbates further the level of anxiety, depression, psychosomatic complaints 
and overall strain.
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(2) Supportive relationships function as a mediator of the effects of overall 
work stressors on dissatisfaction and overall strain. In other words, the 
indirect effect of overall work stressors on dissatisfaction and overall 
strain:is buffered by the presence of supportive relationships, so that the 
level of dissatisfaction and general strain is attenuated.
(3) Low participation operates as a mediator ; specifically, of the overall
stressor relationships to dissatisfaction. This means that the aversive
effect of overall work stressors on satisfaction is exacerbated by the 
mediation of lack of participation.
(4) These contextual variables, when considered, provide additional predictive 
power of strain indices above that accounted for by overall work stressors.
8.4.4 Mediating effects of personality variables on the relationships of 
work stressors to strain indices.
The research questions to examine are:
(1) Does type A behaviour mediate the relationships of overall work stressors
to depression, psychosomatic complaints and overall strain, so that 
overall work stressor effects on strain are exacerbated by Type A behaviour 
pattern .
(2) Are the relationships of overall work, stressors to strain indices mediated 
by self-esteem and internal locus of control, so that these personality 
variables attenuate the increase in strain induced by overall work 
stressors.
The organization of information in Table 8.28 is similar to Table 8.27 
described earlier.
The values .45, .51, .44, and .68 in the left-hand column, represent the 
regression of anxiety, depression, psychosomatic complaints and overall strain 
on overall work stressors, without considering the three personality 
characteristics. However, the foregoing simple regression coefficients drop 
to .42, .46, .42 and .63 when personality characteristics ( i.e. Type A
behaviour, self-esteem and internal locus of control ) are included in the 
regression of strain indices on overall work stressors. These decreases in 
overall work stressor-strain relationships represent, the indirect effect 
of overall work stressors on anxiety, depression, psychosomatic complaints 
and overall strain.
Examination of the bottom rows in the four boxes in Table 8.28, reveals 
that Type A behaviour patterns mediate the relationships of overall work strain 
to anxiety ( Beta = .20, P< .05 ), depression ( Beta = .13, P<.10 ),
psychosomatic complaints ( Beta = .17, P< .05 ) and overall strain ( Beta = .18,
P<.01 ), and that, in all these relationships, Type A behaviour pattern functions 
as an exacerbator of the effects of overall work stressors on all strain indices.
On the other hand, self-esteem specifically mediates overall work stressor 
relationships to depression ( Beta =-.23, P< .01 ) and overall strain (Be.ta=- - .16, 
P< .01 ), so that higher self-esteem buffers the individual from depression 
and overall strain, induced by overall work stressors.
However, internal locus of control exerts no mediating effect on the
relationships of overall work stressors to strain indices.
Consideration of the three personality attributes in the analysis of 
work stressor-strain relationships, creates some gain in the prediction of 
strain indices above that accounted for by overall work stressors.
If the research questions have been answered, the relevant hypotheses 
formulated in Chapter V deserve a brief examination :
It was hypothesized that type A behaviour pattern mediates the overall 
work stressor-strain relationships, by exacerbating the effect of overall work 
stressor on anxiety, depression, psychosomatic complaints and overall strain 
( Hypothesis 32 ). Indeed, this hypothesis concords with the form of the 
mediating role of type A behaviour described above. That is, Type A behaviour 
increases the effect of overall work stressor on anxiety, depression, 
psychosomatic complaints and overall strain.
The two other hypotheses ( Hypotheses 33 and 34 ) suggest that internal
353
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TABLE 8 . 28 : Mediating effect of personality variables on overall work
stressor-strain relationships: Regression of each strain 
index on overall work stressor with gradual inclusion of 
personality variables ( n = 110 ).'
Overall
work
Contextual variables
R2stressors. (1 ) (2 ) < (3)
Anxiety .45*** .20
(l) Type A behaviour patterns. p44*** .2 1* .25
(2) Self-esteem. _4 3*** .20** -.05 .25
(3) Internal locus of control _42*** .20* -.04 - . 1 0 .26
Depression .51*** .26
(1) Type A behaviour patterns. .50*** .15* .28
(2) Self-esteem. .46*** ,14+ -.23** .33
(3) Internal locus of control. .40*** . 13+ -.23** - .0 2 .33
Psychosomatic complaints . 44* * * .19
(1) Type A behaviour patterns. 43*** : 17* .23
(2) Self-esteem. .41*** .17* -.14 .24
(3) Internal locus of control. _42*** .17* -.14 .04 .25
Overall strain .68*** .46
(1) Type A behaviour patterns. .65*** .19** .49
(2) Self-esteem. .54*** . 18** -;17** .52
(3) Internal locus of control. .63*** .18** -.15** - . 0 2 .52
+ P 4 .10 
* P < .05 
** P < .01 
*** P < .001
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locus of control and self-esteem mediate the effects of overall work stressors 
on strain indices, and that both attenuate the increase in anxiety, depression, 
psychosomatic conplaints and overall strain induced by overall stressors. The 
findings described below partly corroborate the mediating role of self-esteem 
and negligibly support the hypothesized mediating effects of internal locus 
of control on the overall work stressor-strain relationships. The findings 
indicated that greater self-esteem mitigates the effects of overall work 
stressors on depression and overall strain, but the hypothesized buffering effect 
of self-esteem on the relationships of overall work stressors to anxiety and 
psychosomatic complaints are not supported .
From the foregoing analysis it can be concluded that :
(1) The relationships of overall work stressors to strain indices are mediated 
by Type A behaviour pattern, producing an exacerbation of the effects of 
overall work stressors on anxiety, depression, psychosomatic complaints 
and overall strain.
(2) Self-esteem functions as a mediator of the effects of overall work stressors 
on depression and overall strain, leading to the attenuation of depression 
and overall strain levels induced by overall work stressors.
(3) Internal locus of control exerts no significant mediating effects on 
overall work stressor-strain relationships.
(4) Inclusion of personality resources, especially, Type A behaviour pattern 
and self-esteem in the relationships of overall work stressors to strain, 
contributes to the prediction of strain indices.
8.4.5 Mediating effects of socio-demographic variables on the relationships 
of work stressors to strain indices.
The research question whether socio-demographic variables including age, 
marital status, education, tenure and income mediate overall work stressor- 
strain relationships, and whether they exacerbate or attenuate the impingements 
of work stressors on strain indices will be examined.
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Table 8.29 represents the regression coefficients resulting from regressing 
separately anxiety, depression, dissatisfaction, psychosomatic complaints and 
overall strain, on overall work stressors, prior to and following the inclusion 
of socio-demographic variables. A general look at these regression coefficients 
reveals that overall work stressors seem to be the only outstanding variable 
that greatly affect strain indices, after controlling for socio-demographic 
variables. Also, overall stressor variables seem to be the only contributor to 
meaningful levels of predicted variance.
Regarding the inclusion of socio-demographic variables, however, out of 
25 partial regression coefficients for socio-demographic variables, only one 
partial regression coefficient is significant ( Beta for "being married" 
relationship to anxiety is -.28, P< .05 ) and two other?are marginally 
significant ( Beta = .19, P< .10, and Beta = .22, P< .10; for income 
relationships to anxiety and psychosomatic complaints, respectively). Therefore, 
it can be concluded that socio-demographic variables exert no mediating 
effects on the relationships of overall work stressors to strain relationships.
8 . 5 MODERATING ( INTERACTIVE ) ROUE OF COPING STRATEGIES, CONTEXTUAL, 
PERSONALITY AND SOCIO-DEMOGRAPHIC CHARACTERISTICS IN THE WORK 
STRESSOR- STRAIN RELATIONSHIPS.
In the previous sections, the mediating effects of coping, personality# 
contextual and socio-demographic variables have been addressed. The present 
section focuses on the moderating role of these variables on the relationships 
of perceived work stressors to strain indices. It should be noted, beforehand, 
that the terms "moderation", "interaction", "conditioning", "contingency" are 
used interchangeably. However, before reporting the findings, the issue 
regarding the distinction between "mediation" and "moderation" should be 
addressed to justify the "raison d'etre" of the present section.
■n
Finey, et al. (1984, note 12 ) distinguished between mediating and 
moderating effects in that, conceptually, the term "moderator variable" implies
-357-
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a relatively static personal or environmental condition that makes individual 
to be more or less vulnerable to the effects of stress. However, a mediating 
effect has a more dynamic connotation: a prior condition affects the mediating 
variable, which in turn diminishes or exacerbates those effects on the outcome 
variable.
To elaborate upon this essential distinction, a substantive example is 
needed. Suppose that supportive relationships have mediating as well as 
moderating effects on the relationships of work stressors to strain. In the 
case of supportive relationships as a mediator variable, supportive 
relationships should be activated and mobilized by work stressors. This 
condition of being activated by work stressors is necessary for supportive 
relationships to exert, in turn, its attenuating effect on strain. On the 
other hand, in the case of supportive relationships acting as a moderator, 
the level of supportive relationships does not need to be changed in order 
to moderate the stressor-strain relationships. That is, the current level of 
relationship supportiveness can be associated with a decrease in the effect 
of work stressors on strain; whereas in the case of mediating effect, the 
mediator should undergo some change ( e.g. stimulation or activation ) from 
an antecedant condition ( e.g. work stressors ) to become operational 
( e.g; attenuating the strain level ).
Additionally, regarding the moderator role, the effects of work stressors 
on strain is contingent on the level of the moderator variable. For example, 
the effect of work stressors on strain is significantly reduced in high as 
opposed to low level of supportive relationships. On the other hand, in the 
case of the mediating effect, the,effect of work stressors on strain is not 
contingent on the level of the mediator variable. For example, the attenuated 
effect of work stressors on strain applies equally across the levels of 
supportive relationships.
Having differentiated between moderator and mediator variables, it is 
necessary to mention the questions to be researched.
(1) Do coping strategies have an interactive effect on the relationships of
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f..: overall work stressors to strain indices, so that the overall work stressor 
effect on strain indices differs depending on the levels of overall coping 
strategies
(2) Are the contextual variables moderators of the work stressor-strain 
relationship ? Is the effect of work stressors on strain indices not 
similar across different levels of the contextual variables.?
(3) Does the interaction of personality variables with overall work stressors 
enhance the prediction of strain indices.?
(4) Do socio-demographic variables function as moderators, producing a change 
in the effect of overall work stressor on strain indices as the degree of 
the presence of socio-demographic variable changes.
To address these issues, two statistical procedures were used :
Moderated Multiple Regression and Hierarchical Multiple Regression ( see Chapter 
VII for a description of the two procedures ). In both techniques, the 
presence of interaction is represented by the significant increment in the 
squared multiple correlation due to the multiplicative term, beyond the level 
of variance accounted for independently by its constituents.
The findings generally indicate that the interaction of overall work 
stressors with coping strategies, contextual variables, personality, and 
socio-demographic variables, to predict strain indices, is not significant.
DISCUSSION
i :: We are tempted to think that new applications 
(of a theory or a concept)only add .■ to our 
knowledge of truth but leave meaning unchanged. 
But this view is doubtful.... As evidence ac­
cumulates in support of a theory, we simulta­
neously come to a better understanding both 
of the world and of our own ideas about the 
world.
A. Kaplan .
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(a) - Confronting the present research findings with relevant evidence 
suggested by literature, and discussion of similarities and divergences.
(b) - Interpretation of findings.
The present chapter evolves according to the section sequence 
of the chapter of results. This includes discussion of some 
qualitatively-derived findings , relationships among sets of variables, 
predictors ■ of strain indices, and the mediating effects and moderating 
role of coping strategies, personality, contextual and socio-demographic 
variables, regarding the perceived work stressor-strain relationships.
9 . 2 PERCEIVED WORK STRESSORS AND CONTEXTUAL VARIABLES.
Seven factors derived from principal conponent analysis were used 
for further analysis in this study. These factors were labelled : pay, 
task# communication, career, role overload, role conflict and role 
ambiguity. Pay was the most frequently reported work stressor; role 
ambiguity being the least reported source of stress; and the remaining 
factors, namely communication, task, career, role overload, and role conflict 
variably exceeded moderate levels of perceived work stressors.
Of particular significance to the present discussion is Kechroud's 
(1986) findings, following a research of occupational stress conducted 
in some Algerian industrial organizations. Using a version of Ivanc’evich aid 
Matteson's - ( 1980 ) Stress Diagnostic Survey, Kechroud ended up with
6 derived factors labelled : Quaititative work overload, qualitative work 
overload, career goal discrepancy, role ambiguity, role conflict and 
responsibility for people. There are similarities between the Kechroud's 
investigation aid the present study factors, particularly, concerning 
work overload, role conflict, role ambiguity, and career stressors; but
9 . 1 INTRODUCTION.
The o b je c t iv e s  o f  the p resen t chapter c o n s is t  o f  :
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more important is the comparison of perceived work stressor factors in 
terms of their mean scores. In Kechroud's study, responsibility for people 
was the most frequent source of stress and quantitative work overload was 
the least reported stressor, whereas in the present study pay was the most 
frequent source but role ambiguity was the least frequently reported 
source of stress. Such differences are due mainly to the nature of the 
two samples. Kechroud used a more heterogeneous sample covering a larger 
spectrum of hierarchical levels in the organization ( e.g. shop-floor 
workers, supervisors, administrators etc..). /Another reason that may 
justify the dominance of " responsibility for people " and the paucity 
of reported 1 quantitative work overload " is that the shortened version 
of Stress Diagnostic Survey used by Kechroud, is more managerial and 
supervisory job-oriented a measure than one designed for shop-floor 
workers. For example, Item 5 : "I get caught in the middle between my 
subordinates 1 ( Underline added ) presupposes the existence of subordinates
supervised by the respondent. It follows that workers at the bottom of 
the organizational hierarchy with no supervisory responsibility are excluded. 
Also, it can be noted the absence of items addressing physical working 
conditions - a salient feature of production workers' jobs - in the Stress 
Diagnostic Survey questionnaire used. On the other hand, the sample, in 
the present study, was limited to production workers, excluding clerical, 
supervisory and managerial work. The nature of the sample used may, perhaps, 
justify the fact that role ambiguity did not .constitute a frequent source 
of stress since production workers-' tasks were generally viewed as simple.
Examination of percentages of response categories for every work 
stressor items provides important details about workers' perception of 
stress sources. With regard to role conflict, 42% of workers in this study 
often reported the dilemma that satisfying demands of some workers frustrates 
others, and 46% of employees often experience conflict between work 
requirements and their opinions and judgements. In Kechroud's study, 67%
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of respondents never receive conflicting requests fron two or more people, 
and 36% who never ( as opposed to 36% who always ) got caught in the middle 
between their supervisors and their subordinates. In another significant 
study reported by House (1980) involving a large scale sample of " blue 
collar " workers, only 6% of workers always or often ( compared with 73% 
who never or rarely ) thought they were unable to meet the conflicting 
demands of various people they work with; and 19% of workers who often 
or always ( as opposed to 55% of workers who rarely or never ) had to 
deal with or satisfy too many different people.
It becomes evident that respondents in the present study experienced 
much more role conflict than the samples of the two studies cited. The 
problem that arises regarding these two studies, is whether role conflict 
can be considered as a source of stress where the mean of the scale scores 
as well as the response category percentages, indicate an overall low 
level of perceived role conflict. Logically, to use a variable such as 
role conflict in further analysis, there should be at least a moderate 
level of that characteristic ( i.e. of perceived conflict ) to deserve 
the label "role-conflict"; otherwise, it means that role conflict is not 
salient enough to be perceived as a source of stress.
A similar difficulty emerged with regard to the variable: " role 
ambiguity 1 in the present study. As the scale-item mean was low suggesting 
rare instances of reported ambiguity, the variable indicated more perceived 
clarity than perceived ambiguity. Therefore, it was not considered as a 
perceived work stressor, and consequently was dropped from further analysis.
The foregoing discussion is also valid for other perceived work stressors. 
The remaining perceived work stressors were more frequently reported 
by the sample of the present study than the sample of the two afore-mentioned 
studies.
Turning to  c o n tex tu a l v a r ia b le s , Kechroud (1986) reported  th a t  housing
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was foremost among reported stressors, and financial difficulties were 
the second most frequently claimed source of stress. Irrespective of the 
rank order of the foregoing perceived stressors, housing problems 
constitute a major source of concern for the majority of the present study 
sanple. 42% of workers ( against only 5% ) reported that the accommodation 
they have always causes them a lot of worries even at work. With regard 
to financial rewards which constitute one of the most frequently cited 
work stressor, 46% of workers ( as opposed to 11% ) reported that the 
pay is often much lower than that of other people doing equivalent job, 
and that 86% of employees reported that the pay was " often " 
or always much below the normal cost of living in the city where
they live. Both studies, therefore, reflect the discrepancy between the 
wages and the cost of living, as well as the crisis of housing affecting 
a substantial proportion of workers.
With reference to participation as another dimension of contextual 
variables , House (1980) asked a large number of workers about the extent 
to which they have influence over things that affect them in their jobs,
30% of respondents answered 1 Not at all true 28% : " Not too true ",
3096: " Somewhat true ", and 12% : " Veiy true ", Also, when asked whether 
they have some influence over plant or company policy, the majority, that 
is, 63% reported the absence of such influence. These responses suggest a 
low level of perceived participation, a picture that also emerges from 
the present study. However, the present research approached participation 
from a direct and indirect ( through workers1 representatives ) standpoints. 
As participation was systematically institutionalized by the Algerian 
government in various public enterprises, and became an integral part 
of organizational structure and functioning, it was necessary to construct 
items that reflect these specificities, which are not confined to the 
assessment of workers informal participation in same limited matters
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85% of workers refrained from discussing their job matters with representatives, 
56% of respondents reported that, often, problems discussed by workers' 
representatives remained unsolved, and 78% of workers claimed that 
representatives never asked their opinion about matters that concern their 
work. The situation looks even more dramatic when the research shifted to 
the assessment of supportive relationships between workers and their 
representatives. For example, 47% said it is quite true, and 33% claimed 
it is completely true, that representatives are indifferent about their 
difficulties and problems. Such a general malaise is due to many reasons.
First : Conceptually# the formal documents of workers' participation:
The Charter and Code ( see chapter 4 ) involve various sources of 
ambiguity, examples of which are :
*. The Charter and Code did not provide a definition of participation 
and of related terms such as " association", " consultation ", " recommendation" 
etc ..
* The importance accorded to different workers' participatory bodies 
were not balanced. For example, unlike the broad coverage by the legislature 
of the objectives, structure and functioning of the Workers' Assembly,
Managing Council and Standing Committees, little was said about " Workers' 
Collective " that includes all represented workers.
* In the Charter and Code, Workers' Collective was reduced to the 
role of electing representatives once every three years. Therefore, the 
legislature statically schematized the dynamic link that should exist 
between workers and their representatives, and rendered the role of Workers' 
Collective very mechanical in exercising and realizing participation 
democracy.
* The relationships of Workers' Collective to other bodies such as 
Workers' Assembly, Union, Party and Managing Council need further clarification.
o f  work, as many p a r t ic ip a t io n  s c a le s  ten d  to  m easure. In t h i s  c o n te x t ,
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* The Charter and Code did not clarify the relationships among 
Workers' Assembly, Union Council and Party.
Second : Managements tactics to freeze the functioning of participation
system. Some forms of which are :
* Tendency of management to create parallel bodies to workers' 
participatory bodies, that take over the role prescribed by the Charter 
and Code for the Managing Council. The creation of these informal bodies 
in some organizations serves to buffer and attenuate the decision-making 
power of workers' representatives.
* Management polarizes the key figures among workers' representatives 
by providing them with facilities and priviliges. Attraction of sane 
representatives to the management side freezes the functioning of the 
Union Bureau within the Workers' Assembly, creates discord among the 
Assembly members, and worsens workers' opinions and attitudes toward 
their representatives .
* Managers tend to retain for themselves sane information of strategic 
importance and steer discussions during the Managing Council meetings toward 
details and fragmentary issues, without provision of a general, framework 
for the debate ( source: " Deuxieme et troisieme Conferences Nationales 
de la' Gestion Socialiste des Entreprises " held in 1975 and 1979, 
respectively ).
* It was reported that managers in order to dilute prerogatives vested 
by law in workers' representatives, unilaterally make some decisions prior 
to the meeting of the Managing Council, on the ground of time urgency and 
efficiency/ source : Deuxieme et> Troisieme Conferences'Nationales de la 
Gestion Socialist des Entreprises, 1975, 1979. ).
Third : Lack of training programmes of workers for future participatory
responsibility, and also of representatives in social, technical and managing 
processes. The concentration of power in management has left little to be
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leamt through practice by workers' representatives. The technical activities 
in which Workers' Assembly is mainly consultative suffer most from the 
lack of enthusiasm, compared with social activities that polarize the attention 
of workers' representatives.
Fourth : Insufficient level of education which handicaps most workers'
representatives and a large proportion of workers, and prevents them fron 
a better grasp of the written patrimony of the organization, from adequate 
understanding of the Charter and Code, and from communicating adequately 
using proper expression , technical terms and concepts in a standard 
language.
Fifth : Tendency of certain workers' representatives to promote self-interest 
from their new position.
Sixth : Lack of communication and feedback between Workers' Assembly 
and the collective of workers. This results in separating' representatives 
fron workers instead of integrating them.
Eight : The nature of an organization social, climate affects workers' 
perception of their representatives. Dissatisfactions and negative attitudes 
that workers hold vis-a-vis the management or some of its services affect 
or contaminate also their attitudes toward their representatives. The 
logic behind this is that : since the raison d'etre of
representatives is to communicate, discuss and solve workers' problems 
with management, problems that come up or that remain unsolved ( even 
if they are beyond the decision-making power of representatives ), are 
perceived by workers as partly or completely caused by their representatives.
To summarize, the analysis shows that perceived stressors stemming 
from pay, task, communication, career, role overload and role conflict 
are more frequently reported by workers in the present study than in the 
two investigations .'noted h e r e .
The discussion also indicates that contextual variables, particularly, 
housing and participation constitute other salient sources of perceived
• /■.
stress in the present and other studies examined. Finally, the experience 
of stressors due to participation are ascribed to the way participation 
is formulated by legislature in the formal documents, management tacticts, 
inadequacy of training, illiteracy of workers' representatives and the 
social climate of the organization .
9.3 RELATIONSHIPS OF PERCEIVED WORK STRESSORS TO STRAIN INDICES.
The results showed that perceived work stressors stemming from 
role conflict;task, pay, communication, career and role overload were 
associated with increased anxiety, depression, dissatisfaction and 
psychosomatic complaints .
In the literature, the most frequently studied type#of perceived 
stressors are role conflict and role ambiguity. However, although researchers 
expect positive relationships between perceived role stressors and strain 
indices, the findings, in a number of cases, fail to fulfill researcher's 
predictions. Examination of the stress literature highlights the problem 
side of the issue. There are researchers who succeeded in finding significant 
relationships between perceived role stressors and strain ( Breaugh, 1980;
Brief et al. 1979; Gavin and Axelrod, 1977; LaRocco and Jones, 1978; Miles, 
1975; Schuler, 1975 ). But other studies report inconsistent patterns 
of results despite the tendency of researchers to publish positive rather 
than negative results ( Fletcher and Payne, 1980). To illustrate#while 
role conflict was related to anxiety, depression, threat and dissatisfaction, 
in seme studies ( Miles, 1976; Orpen, 1982; Tosi 1971 ); other investigations 
reported no significant relationships of role conflict to anxiety and threat 
( Parker and DeCotus, 1983; Rizzo, et al. 1970; Tosi and Tosi, 1970 ) 
or to dissatisfaction ( Hamner and Tosi 1974; Rizzo, et al. 1970 ). 
Furthermore, totally opposite results were reported by Tosi and co-workers.
In one study, Tosi and Tosi (1970) found that role conflict was significantly
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related to job dissatisfaction, but unrelated to perceived threat and 
anxiety. In another study, on the contrary, Hamner and Tosi (1974) found 
that role conflict was significantly related to perceived threat and 
anxiety, but was unrelated to job dissatisfaction.
These divergences across studies emerge not only with regard to role 
conflict but also, regarding other perceived work stressors.
When comparing the findings of the present research that perceived 
work stressors ( role conflict, role overload, communication, task, career 
and pay stressors ) were related to strain indices such as anxiety, 
depression, dissatisfaction and psychosomatic complaints, with the literature 
reporting positive as well as negative results; some distinguishing 
features of the present research as compared with various work stress studies 
warrant mention :
First : Those studies that concentrate on the correlates of role stressors
were almost exclusively concerned with managerial work. Few Investigations, 
however, were carried out on shop-floor workers. It can be argued that 
sane sources of stress are more salient in shop-floor tasks than in 
managerial, and supervisory work.Rr -instance, physical working conditions, 
the nature of the tasks ( routinization and repetitiveness ), and 
quantitative work overload, may constitute a matter of concern to the 
worker; whereas role responsibility, role conflict and role ambiguity 
may represent salient sources of stress to supervisors, managers and 
engineers. Awareness of lack of research, and the potential existence 
of sources of stress specific to shop-floor workers stimulated the orientation 
of the present research toward production workers' roles.
Second : the present research also differs from prior studies of stress,
in the socio-cultural context. Most studies were carried out in industrialized 
societies, particularly, in the United States and to a lesser extent in 
Great Britain aid other European countries. However, in developing countries, 
problems such as lack of managerial skills, workers' low level of education,
370
low wages, inadequate medical and social welfare, housing crises, shortage 
of transportation, large families, rural exodus, etc.., constitute other 
sources of stress that prevail specifically in developing countries.
Third : A number of studies use only one or two types of perceived work
stressors and strain indicators. Those few studies that used wider range 
of perceived work stressors and strain indices provide more insight into 
the stressor-strain relationships ( Caplan et al. 1980, House 1980, Gavin 
and Axelrod 1977 ). In the present study multiple indicators of perceived 
work stressors and strain have been adopted.
Fourth : In the main, correlational studies tend to relate one dependent 
variable with another dependent variable or a group of variables using 
simple or multiple correlation. Studies that attempt to analyse perceived 
work stressors and strain indices as two sets of variables, using canonical 
correlation, and not as two groups of independent variables# are rare.
This study opted for " set analysis" of correlational relationships between 
groups of variables, using canonical correlation procedure. Actually, 
the superiority of canonical correlation over multiple correlation is 
that the former treats the dependent variables as a group, and uses the 
information provided by the inter-relationships within this dependent 
variable set, whereas multiple correlation tends to relate one dependent 
variable at a time , to the set of independent variables, therefore, losing 
the information that emerges from the consideration of the inter-relationships 
of the dependent variable set
To conclude, it is argued that the divergences between the present 
research findings and other' study results, regarding the relationships 
of perceived work stressors to reported strains# are due to the nature 
of the organizational work level, socio-cultural context, limited range 
of stressor and strain indices and statistical, analytic techniques.
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9 . 4 CONTRIBUTION OF PERCEIVED WORK STRESSORS TO THE PREDICTION OF 
STRAIN INDICES.
To address the question : what types of perceived work stressors 
predict what kind of strain indices and to what extent ? The findings 
reported in chapter VIE (section 8.3.1 ) indicate that :
(1) - Role conflict positively predicts anxiety, depression, dissatisfaction,
psychosomatic complaints and overall strain.
(2) - Perceived role overload positively predicts anxiety, psychosomatic
complaints and overall strain.
(3) - Perceived career stressors positively predict depression, dissatisfaction
and overall strain.
(4) - Perceived communication stressors positively predict depression,
dissatisfaction, and overall strain.
(5) - Perceived pay stressors positively predict dissatisfaction.
(6) - Perceived task stressors positively and marginally predict psychosomatic
complaints and overall strain.
With regard to the first predictor : role conflict, it is of importance 
to mention that Kechroud (1986) reported that role conflict was the most 
predictive factor of job dissatisfaction ( second study ), although in 
the first study role conflict was more predictive of perceived illness 
than dissatisfaction . On the other hand, role conflict seems not to 
represent an important predictor of strain indices in Caplan et al’s (1975) 
study. Among the following strain indices : job satisfaction, depression, 
anxiety, irritation and somatic complaints, only irritation was positively 
predicted by role conflict ( using product moment correlation ). However, 
when partial correlation coefficients were used to identify predictors, 
role conflict disappeared completely from the list of the predictor 
variables ( French, et al. 1982; Table 4.1, p.66 ).
Despite the divergences between the present research and the foregoing
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study findings regarding the predictability of role conflict, it is more 
viable conceptually to view role conflict as a potent predictor of 
dissatisfaction, anxiety, depression, aid psychosomatic symptoms. The reasons 
are threefold :
First : Role conflict usually involves one's relationships aid interactions
with people more than with things ( task, physical conditions, etc..).
A role incumbent does not deal with conflicting demands as such, that is 
as a set of incompatible expectations that are independent from the 
characteristics of their sources. But, these conflicting demaids imply 
all the social connotations of the persons who emet them : their status 
in the organization, the extent of their coercive and reward power, their 
prestige, their significance to the well-being of the recipient. The 
perception of these characteristics of people originating the conflicting 
demands upon a role incumbent and the interpretation of the significance 
of these characteristics to the well-being of the recipient, determine 
the level of affective strain. Therefore, role conflict, because it is 
primarily based on interpersonal relationships, greatly affects strain.
Second : Role conflict is more pervasive than any other perceived work
stressor. It can be argued that every type of perceived work stressor 
involves some degree of conflict. Perceived career stressor for instance, 
can be viewed as the presence of incompatibility between actual and desired 
or expected upward mobility. Some types of role overload may give rise 
to some form of conflict between the excessive quantity of work and the 
required quality of the work to be performed.
Third : The problematic nature of pronounced role conflict situations
stretches the coping resources of the individual, perhaps more than other 
perceived work stressors. A situation where conflicting demands are made 
by significant,persons on the recipient, and where meeting demands of an 
individual creates frustration for another; such a situation hinges 
deeply on' the cognitive and emotional processes of the coper, and
exhausts his coping resources, since he lias to work out an alternative 
that can attenuate the anticipated negative consequences. The experience 
of role conflict as well as the construction of coping strategy may also 
incur a great deal of cognitive, affective and physical cost.
Before moving to the examination of role overload, two remarks concerning
Caplan et al.'s (1975) findings are noteworthy :
(1) It is surprising to view the simple correlation between role conflict and 
irritation as indicating that role conflict is a predictor of irritation. 
Caplan et al. (1975), in their report titled : "Job demands and workers 
health", used the term : "predictor" of psychological and behavioural 
strains to describe - among other things - those perceived job stressors 
that correlated with some strain indices using bivariate correlation 
coefficients. It can be argued that the use of the term "predictor"
is justified only when an independent variable ( or a predictor )
is related to a dependent variable ( or a criterion ) whilst controlling
for other variables of interest.
(2) Role conflict was associated with irritation, but was unrelated to 
job dissatisfaction, depression, anxiety and psychosomatic complaints.
The interpretation provided by the researchers is : "Unlike depression 
and anxiety, however, irritation correlates well with role conflict
( r = .33 ). This effect of conflicting demand from one's role senders 
is predictable since interpersonal difficulties may be expected to 
produce irritation" ( Caplan et al. 1975, p. 74;. underline added ).
As was mentioned earlier, it is conceptually tenable that role conflict 
exacerbates work dissatisfaction, anxiety and depression; and these 
relationships are as predictable as is role conflict-irritation link. 
Moreover, the problem is not only to interpret role conflict-irritation 
relationships, but also ( and perhaps more importantly ) to explain why 
role conflict was unrelated to job dissatisfaction, anxiety, depression
/
and somatic symptoms.
Moving to the second predictor, namely role overload, it was found
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that work overload predicted some strain indices particularly anxiety, 
psychosomatic complaints and overall strain, but weakly predicted depression 
and dissatisfaction. Some evidence provided by stress studies supports 
this pattern of relationships. In this vein, Orpen (1982) found that role 
overload was related to psychological strain such as anxiety, resentment 
and depression; and to psychosomatic complaints such as headaches, dizziness, 
shortage of breath, nausea and fatigue. Caplan and Jones (1975) reported 
that the changes in subjective quantitative workload were positively 
correlated with changes in anxiety-tens ion, but were unrelated to depression 
and resentment. Keenan and McBain's (1979) as well as Abdel-Halim1 s (1978) 
investigations suggested that perceived work overload was positively 
associated with work tension or anxiety, but not with job satisfaction.
Yet there is evidence which diverges from the present research findings.
In this connection, French et al. (1982) reported that workload excess 
predicted increased irritation and depression, but failed to predict 
anxiety and somatic complaints.. Kechroud' s (1986) findings complicate the 
situation further : In one factory, he found that quantitative work overload 
was the major predictor of job dissatisfaction, but was not predictive..of 
reported illness. On the contrary, in another factory, quantitative 
workload was the most predictor of reported illness but was not predictive 
of job satisfaction. Moreover, completely negative results were reported 
by Gavin and Axelrod (1977). Using two indices of perceived role overload, 
namely quantitative workload ( amount of work ) and job pressure ( time 
constraint of work ), the researchers found that neither quantitative 
workload nor job pressure, was related to anxiety-depression-irritation, 
work dissatisfaction and psychosomatic symptoms.
At the interpretations! level, the relationships of work overload 
to some strain indices are more tenable than:the absence of such relationships. 
The present research findings that psychosomatic symptoms, anxiety and 
overall strain are significantly predicted by work overload, can be explained
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(a) - Work overload is characterized by perceived physical demands of the
work. It should be noted that the sample is composed of production
workers performing tasks that entail physical demands more than 
excessive information load. Therefore, work overload, imposing
excessive physical demands over time upon the worker, increases
somatic strain.
(b) - The scale items of work overload consist of perceiving having a lot
of work that cannot be completed during a normal working day, having 
to do many things simultaneously, and perceiving potential harm 
to health from work overload. Therefore, frustrations accumulating 
from being unable to finish the work, pressure from performing 
simultaneous demands, and worries about health likely to be affected 
by work overload, lead to the increase of anxiety.
(c) - Work overload usually consists of the interface between a task and
a worker. It is more a task - centred perceived stressor than interpersonal 
relationships - focused source of stress. That is, work overload 
involves more interface of workers with their tasks than interaction 
with people. It follows that the scope of the effect; of perceived 
work overload is less spread than the effects of other interpersonal 
relationships-centred work stressors such as role conflict, communication 
and career stressors.
Turning to other perceived work stressors, the findings indicate that 
career stressors predict dissatisfaction, depression and overall strain.
This is somewhat consonant with Parker and DeCotus' (1983) finding that 
promotion and training quality predict two factory of strain : Job-related 
feelings of anxiety and time pressure-related strain. Coburn (1978) found 
that opportunity for promotion ( a dimension of career stressors ) predicted 
higher level of satisfaction, and declined work alienation.
Yet, there are other research findings that do not accord with the
On the ground th a t :
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foregoing pattern of relationships. The first study of Kechroud (1986) 
revealed that career-goal discrepancy ( a perceived work stressor somewhat 
equivalent to perceived career stressors ) was predictive of reported 
illness. Yet, it was not a significant predictor of decreased job satisfaction 
in the second study, nor of reported illness and decreased satisfaction 
in the first study. Marshall and Cooper (1981) reported a list of significant 
predictors of anxiety and poor physical health ( psychosomatic complaints ). 
However, perceived career pressures did not appear as a predictor of the 
two strain indices for the research function, production, marketing, 
engineering, service departments, and the total sample.
Conceptually, the lack of promotion and absence training are likely to 
develop negative attitudes of a worker toward the organization, since these 
needs or personal objectives perceived by workers as legitimate are not 
satisfied. Furthermore, perceiving a given work level as a stand-still 
position, perceiving a career as having reached a dead-end, and perception 
of inequity and ambiguity in granting promotion by management, produce 
workers' anger, irritation and despair. Therefore, increased feelings 
of depression develop from such experiences.
In addition to the perceived work stressors discussed, perceived 
communication stressors were found to predict dissatisfaction, depression 
and overall strain. Communication stressors concern perceived lack of 
information circulation, and the extent to which the existing information 
( e.g. regulations, rules and instructions );-are unambiguously presented 
to, and assimilated by shop-floor workers. Therefore, the need of workers 
for information is not satisfied, and a proportion of information cannot 
exploited because of its complexity and ambiguity. Workers' experience 
and awareness of these informational difficulties deepen their isolation, 
and accentuate negative affects and attitudes toward the organization, 
management and workers' representatives.
Moreover, affective strains - particularly dissatisfaction - are 
highly responsive to communication stressors, not-only because the paucity 
of information does not satisfy workers' curiosity and need to understand, 
but also because of the perceived social significance of sharing information. 
Being inadequately informed about important things in the organization, 
is likely to be associated with the feeling of being ignored or marginalized 
by the organization members, hencey the feelings of frustration and 
dissatisfaction.
The last two perceived stressors to discuss are pay and task stressors. 
Perceived pay stressors were found to predict increased dissatisfaction, 
whereas perceived task stressors marginally predict psychosomatic complaints. 
It is intriguing that pay stressors, the most frequently reported source 
of stress, did not predict other strain indices such as anxiety, depression, 
psychosomatic complaints and overall strain. Also, it is puzzling that 
some studies reported no relationships of perceived pay stressor to some 
strain indices. For example Coburn (1978) found that pay was not a significant 
< predictor of satisfaction. Parker and DeCotus (1983) reported-'that pay ■ 
predicted neither anxiety nor time pressure strains. A justification, 
however, was provided by Cobum in that this negative pattern of 
relationships 1 confirm other studies in indicating that, in general, 
population money makes a relatively slight independent contribution to 
feelings of satisfaction ". But such an interpretation adds little to 
the explanation of the absence of perceived pay stressor-dissatisfaction 
relationships.
On the other hand, as the present study suggests, perception of pay 
inequity, its insufficience compared with the cost of living, absence of 
same bonuses, misfit between effort or experience invested in work and 
the pay level; these perceptions are likely to contribute to the decline 
of workers1 satisfaction towards their work and the organization.
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P erceived  ta sk  s t r e s s o r s  was found, in  the p resen t study, to  p r e d ic t
It is surprising, however, that the overall strain was not responsive to 
perceived task and physical working condition stressors. Conceptually, the 
existence Of a relationship between 'task stressors and anxiety is plausible, 
on the ground that poor working conditions surrounding the task arouse 
- in the long run - workers1 worries and fear of their aversive effects 
upon health. Therefore, it is very likely that perception or anticipation 
of harm resulting from these perceived work stressors to health, entails 
affective cost in terms of increased worries, apprehension and anxiety.
This possible link of task and physical working condition stressors, 
not only to psychosomatic complaints but also to anxiety, regresses the 
discussion to the starting point : Why the relationships of perceived 
task and physical working condition to anxiety and overall strain were 
not significant ? Why did role overload, another dimension of work, predict 
anxiety, psychosomatic conplaints and overall strain, whereas task stressors 
show 110 such relationships ?
An answer to these crucial questions is provided by the examination 
of the changes in the magnitude of the partial regression coefficients 
for perceived task stressors, when role overload is removed from the set
[ P . 3 2 0
of perceived work stressors'! Therefore, in the presence of role overload, 
the partial, regression of perceived task stressors.was ( Beta = .13, P = .17 ) 
in relation to anxiety, and ( Beta = .15, P = .10 ) in connection with 
psychosomatic conplaints, and ( Beta = .14, P = .07 ) in relation to strain. 
When perceived role overload was not controlled for, that is, was not 
considered among perceived work stressors, the partial regression coefficients 
for perceived task stressors increased to ( Beta = .21, P<.03 ) in relation 
to anxiety, Beta = .31 ( P«=C,01 ) in connection with psychosomatic symptoms
and Beta = .21 ( P-c.009 ) in relation to overall strain. Therefore, owing
to the .presence of multicollinearity, the relationships of perceived 
task stressors to anxiety, psychosomatic conplaints and overall strain,
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( although m argin a lly  s ig n i f ic a n t  ) in crea sed  psychosom atic co n p la in ts .
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were overshadowed by the presence of perceived role overload, that is, 
represented by the impact of perceived role overload on these strain 
indices.
In summary, three reasons are advanced to explain the role conflict 
prediction of a wider strain indicators compared with other perceived 
work stressor prediction : (1) the nature and size of interaction involved,
(2) Pervasiveness of the conflict process to other work stressors, and
(3) heavy demands made upon coping resources.
Additionally, significant ( and sometimes non-significant ) relationships 
of the remaining perceived work stressors ( i:e role overload, career, 
communications, pay and task stressors ) are discussed and interpreted .
9 . 5 CONTRIBUTION OF CONTEXTUAL VARIABLES TO THE PREDICTION OF STRAIN INDICES.
The findings of the present research ( see chapter VTII, section 8.3 ) 
showed that :
(1) - Disrupted family-work interface was highly predictive of increased
anxiety, depression, dissatisfaction, psychosomatic symptoms and 
overall strain.
(2) - Supportive relationships were, highly predictive of decreased •.
dissatisfaction and overall strain.
(3) - Low participation was a highly significant predictor of dissatisfaction.
With regard to the first contextual variable, namely family-work 
interface , it was found, in a study reported by House (1980), that 
work-family conflict reduced job satisfaction, lowered self-esteem, 
diminished life-satisfaction and exacerbated psychosomatic symptoms-.'
Cooke and Rousseau (1983) reported that family life events were a highly 
significant predictor of increased nervousness, depression and psychosomatic 
ailments. Coburn (1978) found that work-family overlap predicted work tension, 
although it was not a significant predictor of satisfaction and feeling
of alienation.
Therefore, if .these studies conducted in industrialized 
societies showed the influence of family-work interaction upon the 
worker, there are grounds to believe that disrupted family-work interface 
produces further strain for Algerian workers ( as indicated by the findings 
of the present study ) :
First : Algerian family is generally of large size. The average number
of children bom by wives reaching the age of fifty, is 6.07; in 1984 
( Source : Office National des statistiques, 1985b ). This figure may 
suggest that, irrespective of the age of wives, the average number of 
children for an Algerian family is roughly 5 children.
Second : Another characteristic consists of the strong bonds between
a worker and his family which may include, besides the wife and children, 
his parents, brothers and sisters. This strong family bonds constitute 
an important source of support as well as of stress. In case of a 
dysfunction in the family, these tight relationships are likely to inflate
the effect of the family stressors on the worker.
Third : Workers' salary is mostly the unique source of income for the 
family as the majority of spouses do not work.
Fourth : Housing crisis, prevailing in Algerian society, affects a great
proportion of workers. 80% of Algerian families live in accommodation with 3 
rooms or less.
The other contextual variable is supportive relationships. The present 
study showed that supportive relationships are highly predictive of decreased 
dissatisfaction and overall strain. Prior research findings are suggestive 
of the importance of supportive relationships upon strain indices. To 
illustrate, Pinneau (1976) found that depression, anxiety and irritation, 
were related to poor social support from hone and work. These relationships 
remained significant across 16 occupational groups, even when the 
confounding effects of some work stressors were controlled for. French
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et al.'s (1982) study demonstrated .that high " support from others " at 
work predicted decreased anxiety, irritation and depression. Billings and 
Moos (1982) reported that employees who experienced more stressors and 
received less social support ( from supervisors and co-workers ), tended 
to experience higher level of depression, anxiety and psychosomatic 
symptoms.
Yet, Seers et al. (1983) found a weak relationship of social support 
to overall and facet satisfaction. Parker and DeCotus'(1983) study showed 
that supervisor support and cohesiveness predicted decreased time pressure 
strain. But, none of these sources of support was predictive of decreased 
anxiety.
Therefore, the general trend of findings indicates that greater 
supportive relationships or social support at work, in general, predict 
low strain indices such as anxiety, depression, dissatisfaction and 
psychosomatic symptoms. If certain similarities between the present research' 
findings and the results of other studies are encouraging , it is, however, 
intriguing that in the present study supportive relationships were predictive 
of lowered overall strain, but were not a significant predictor of anxiety, 
depression and psychosomatic complaints.
The reason, perhaps, resides in the set of items purporting the assessment 
of supportive relationships. Unlike most of the afore-mentioned studies, 
the scale used was more indicative of overall support. It is conceptually 
plausible to conceive of different sources of support such as co-worker 
support, supervisor support, spouse support, etc. This source-based 
typology of social support may have differential effects on workers* ; 
strains for two main reasons :
(a) - The sources of support do not necessarily function in parallel. That 
is,the availability of these sources may not be balanced : a worker, at 
a particular circumstance, may receive support from co-workers but not 
from his supervisor .
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(b) - The way a source of support is perceived, that is, a worker may 
find little support from his supervisor more significant and efficient 
than the great deal of support provided by co-workers.
Therefore, the use of different sources of support acknowledges the 
differential impacts of the support sources. For example, French et al.
(1982) found that support from supervisors was not predictive of strain 
indices, whereas support from others at work was predictive of less anxiety, 
irritation and depression. However, in the present study, only one index 
of support was derived from respondents' relationships with : (l) co-workers,
(2) supervisors, and (3) workers' representatives. This may have the 
weakness of adopting a unique indicator of supportive relationships 
despite their heterogeneous sources. Yet, the use of an overall index 
of supportive relationships is warranted for three reasons:
(1) - Various variables relative to worker, work , organization and family
life were used. To keep the width of coverage of variables under 
manageable proportion, a-summary measure of supportive relationships 
was used.
(2) - The thrust of the study did not principally consist of the relationship.-.-
of social support to strain. Major emphasis was placed on the
relationships among perceived work stressors, strain indices and 
coping strategies. Consideration of other variables such as 
participation, type A behaviour pattern, locus of control, self-esteem, 
socio-demographic variables and supportive relationships, serves 
to enhance understanding of-stressor-coping-strain relationships. 
Therefore, it was thought that an overall measure for each of these 
variables is sufficient to meet this objective.
(3) - More gain in the amount of prediction of strain indices can be realized
when many types of supportive relationships are captured by a single
o v e r a ll  in d ex , in s te a d  o f  tr e a t in g  them in d ep en d en tly .
Turning to the last contextual variable : participation, one must 
admit that the present study findings were frustrating since the only 
significant relationship of low participation was to work dissatisfaction.
It was hypothesized that low participation predicts' also higher level 
of overall strain. This situation has prompted a search for an explanation.
It was found that 1 supportive • relationship " highly correlated with 
"low participation " ( r = -.56, P-q .001 ) creating a situation of
multicollinearity. When supportive relationship variable was removed from 
the regression equation, by regressing each strain index on work-family 
interface and low participation, low participation variable becomes a 
significant predictor of overall strain ( Beta = .17 , .03 ). Thus
the effect of low participation on overall strain was represented or 
channelled by supportive relationship variable owing to their high bivariate 
correlation.
The connection of supportive relationship with participation is not 
tenable only at the statistical level, but also at the conceptual level.
It is recalled that the items pertaining to participation index tapped 
indirect participation through workers' representatives, as well as 
direct participation involving workers' perceived influence on job 
matters and supervisors' decisions. The items adopted for assessing 
supportive relationships included the relationships of workers1 representatives 
and supervisors. It can be argued that the nature of a worker's relationships 
with representatives affects his perception of representatives' performance of tJiei/1 
duties, and his judgement of their impacts upon decision-making. Conversely, 
perception of representatives' performance affects the relationships of 
a worker with his representatives. Such an interpretation attests to the 
interplay or link between supportive relationships and participation.
The question worthy of examination is the extent to which some 
literature findings support participation prediction of strain indices 
as the present study partly did.
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In this vein, Margolis et al. (1974) reported that low participation 
was associated with depressed mood, job dissatisfaction, low self-esteem, 
overall poor physical health, to cite but a few. They concluded that lack 
of participation, compared with other perceived work stressors, is the 
most Important stressor that affects workers' physical and mental health.
Another correlational study carried out by Gavin and Axelrod (1977) showed 
that increased participation was associated with decreased anxiety-; 
irritation-depression and enhanced job satisfaction . Similarly, Tosi's 
(1971) findings suggested that participation was negatively related to 
job threat and anxiety, and positively associated with job satisfaction. 
Ivancevich (1979) found that decision-deprived participants reported 
higher job-related tensions, more frequent psychosomatic strain, and lower 
work and supervision satisfaction, than decision-equilibrium counterparts.
Yet, in Parker and DeCotus' (1983) study, lack of decision-making 
was a predictor to neither anxiety, nor time pressure strain. French et 
al's (1982) study revealed that, participation was not a significant predictor 
of anxiety, irritation and depression.
Despite the divergences due mainly to the differences in operationalization 
of constructs used ( e.g. participation and strain ), data collection 
techniques, samples, and the level of control and sophistication in the 
statistical analysis of data; the findings seem more suggestive of low 
participation-strain relationship than of the absence of this relationship.
However, comparing the literature findings with the present research 
results raises the question of whether this study addresses a participatory 
system similar to that commonly examined by the foregoing studies.
Consideration of these .important conceptual and methodological issues 
reveals various notable differences ( such differences were spelt out 
in Chapter IIj Section 2.3 ), a summary of which is :
First : Research concentrated on direct participation, and rarely addressed
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indirect participation performed through workers' representatives as is 
the case with the present study.
Second : Participation in decision-making addressed by most stress
studies was task-centred, rather than organization-oriented. In other 
words, participation was limited to specific activities directly related 
to the tasks and was rarely concerned with higher level of decision-making 
regarding organizational programmes, regulations and policies.
Third : The degree of participation examined by stress research was
mostly limited to sharing information, communicating opinion and consultation. 
But higher degree of participation, consisting of influencing or changing 
decision-making process by workers' representatives, was seldom studied.
Fourth : Frequently addressed, is partipation introduced informally
following the initiative of some organization members such as a supervisor, 
a head of department, or introduced unilaterally by management. However, 
participatory systems institutionalized by means of explicit legislation 
and statutes were rarely examined.
Fifth : Because participation addressed by most stress studies was
informally or unilaterally introduced by management, the range of employees 
covered by participatory scheme was mainly limited to a factory, a department, 
a service or a small group and it rarely concerned all employees of the 
organization.
These are some distinguishing characteristics between participation 
addressed by most stress studies and the participatory system examined 
in the present research. Therefore, the present research findings that 
low participation predicts Increased dissatisfaction and overall strain, 
remain suggestive unless other studies are carried out in the context of 
the Algerian system of participation in industrial organizations.
To sumnarize, it is argued that disrupted family-work interface produces 
further strain for Algerian workers compared with family life stressor e f f e c t s
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in industrialized societies, because of the nature of the relationships 
within the Algerian family, large size, unique income .and housing crises.
Additionally, the significant relationships of supportive relationships 
to overall strain and its negligible relationships to anxiety, depression 
and psychosomatic complaints are justified on the ground of the nature 
of the measure used, i.e. overall index of supportive relationships instead 
of specific measures of the types of social support.
The divergences between the present investigation and other research 
findings are ascribed to same distinguishing .features of the Algerian 
participatory system addressed, and to same methodological differences, 
such as the nature of the sample, measures and analytic techniques.
9 . 6 CONTRIBUTION OF PERSONALITY AND SOCIO-DEMOGRAPHIC VARIABLES TO THE 
PREDICTION OF STRAIN.
The present research findings ( Chapter VIII, section 8.3 ) indicate 
that :
(1) - Type A behaviour pattern is predictive of increased anxiety psychosomatic
complaints and overall strain.
(2) - Self-esteem significantly contributes to the prediction of decreased
depression, less psychosomatic complaints and low overall strain.
(3) - Internal locus of control predicts ( although marginally ) decreased
anxiety and low overall strain.
(4) - Socio-demographic variables contribute little to the prediction of
strain indices.
With reference to type A behaviour pattern, Rosenman and Chesney 
(1982) summarized behaviour and emotional reactions of Type A individuals 
as indicated by various studies, in that Type A individuals are well organized, 
self-confident,prefferring; to work alone when challenged, not easily 
distracted from task performance, outgoing, hyperalert, fast paced,
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conpetitive, tense and unrelaxed, inpatient, aggressive, time conscious, 
deeply involved in vocation and unable to relax away from work, and 
excessively striving with enhanced desire to control their environment.
If these are the behavioural and affective characteristics of Type A 
individuals, does Type A behaviour pattern predict strain indices such 
as anxiety, depression, dissatisfaction, psychosomatic complaints and 
overall strain, and in what direction ?
A suggestive answer is provided by the present research findings that 
Type A individuals tend to report greater anxiety , frequent psychosomatic 
conplaints and high level of overall strain. Studies addressing the same 
issue provide conflicting evidence. To illustrate, while seme studies 
reported significant relationships of Type A behaviour pattern to psychological 
strain, such as : anxiety ( Davidson and Cooper, 1980 ), depression ( Burke 
and Weir, ,1980a;Howard et al. 1976 ), restlessness, feeling of fatigue 
and lack of concentration ( Howard jet al. 1976 ); other studies reported 
no relationship of Type A behaviour pattern to strain such as anxiety 
( Cooper, et al. 1978 ), work tension, job satisfaction ( Burke and Weir 
1980a;Keenan and McBain, 1979 ) and psychosomatic complaints ( Burke and 
Weir, 1980a)
It is instructive to end this sample of research findings by a 
summary made by two major contributors to Type A behaviour research.
Following an examination of Type A studies in occupational domain,
Chesney and Rosenman (1980) wrote :
"... Type A's tend to describe their jobs as having more responsibility, 
longer hours, aid heavier worloads than Type B's. Despite these job 
pressures, Type A's in general do not report more job dissatisfaction, 
anxiety, and depression than Type B's ". (Underlines added)
Therefore, adopting Chesney and Rosenman's conclusion entails a partial 
rejection of the findings of the present research, that Type A behaviour 
is predictive of anxiety, psychosomatic symptoms and overall strain; and
the findings of some other studies suggesting that Type A behaviour 
relates to strain. However, Chesney and Rosenman's conclusion should be 
regarded with caution for various reasons :
First : Referring to the description of Type A behaviour pattern,
Rosenman and Chesney stated that it includes " such behavioural dispositions 
as ambitiousness, aggressiveness, competitiveness and impatience; specific 
behaviours such as alertness, muscle tenseness, rapid and emphatic speech 
stylistics; and emotional reactions such as enhanced irritation and 
expressed sign of anger " ( underlines added ). Conceptually, it is
very likely that these emotional characteristics of Type A individuals 
( as opposed to Type B's ) predispose them, when facing challenge, threat 
or pressure in the environment, to affective strains. Logically, if  a 
Type A person has, by definition, such behavioural dispositions as 
ambitiousness, aggressiveness, competitiveness and impatience, and is 
emotionally reactive through pronounced irritation and anger; he tends 
to be more emotionally aroused than Type B person, when his expectancies 
and needs for ambition, achievement, etc. are challenged or threatened 
by preceived work stressors .
Second : Some categories of workers are under-represented by the existing 
research addressing the relationships of Type A behaviour and strain indices. 
Production workers or employees occupying low levels in the organization, 
compared with managerial or supervisory levels, attracted little attention 
of researchers. Researchers expect that Type A behaviour characteristics 
are likely to prevail in 1 white collar " employees especially managers, 
more than " blue collar " workers. Cox and Mackay (1979b) warn that Type A 
pattern of behaviour " seems to many people to describe the stereotype 
of the American manager. Thus, the argument developed that managers tend 
to be Type A individuals, and Type A individuals tend to have C.H.D 
( Coronary Heart Diseases ). However, there is little evidence even if the
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original hypothesis does stand up...that managers are necessarily Type A 
individuals ". ( between brackets and underline added ). Therefore, the 
need for Type A studies concerned with low level of employees was expressed 
by Chesney and Rosenman ( 1980 ) themselves. They believe " it is also 
important that such research studies examine the dynamics between job stress 
and Type A behaviour in groups other than male managers, including women 
and blue-collar workers 11. ( Underline added ).
Third : Sparacino (1979) noticed that Type A behaviour is somewhat
culture-bound.He remarkes that " regrettably, few studies have thus far
focused on women and virtually none has examined the extent to which Type A 
behaviour constitutes a substantial risk factor among black and other 
minority populations 11. Addressing the influence of culture on Type A 
behaviour , Cohen et al. (1975) examined Type A behaviour and coronary 
heart diseases among a large number of Japanese-Americans living in Hawau. 
They identified only 15% as Type A individuals. When the total score of the 
foregoing sample was standardized on white men in the United States, they 
found a modest but nonsignificant association between Type A scores and 
CHD among Japanese-Americans. It is important to mention that when the 
factors or dimensions composing the scale used ( JAS : the Jenkins Activity 
Survey ) were separately studied, coronary heart disease was related to 
only one factor, namely 1 hard-driving and competitive ", but the frequency 
of this factor is rare in this group because this aspect of behaviour 
was not compatible with Japanese culture.Another important finding was 
that Japanese men who were both more culturally Westernized and Type A,  
had two to three times the risk of developing CHD as men who either 
remain more traditionally Japanese in their culture, or have Type A 
personality. Cohen (1978) explains : 1 When the Japanese-Americans were 
classified according to the most Western set of characteristics possible, 
in both individual behaviour pattern and cultural environment, their CHD 
risk was similar to that of Caucasians. However, neither behaviour nor
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environment alone put them at the same level of risk as would be expected 
from prior research on these characteristics 11. This example underlines the 
importance of sub-culture in minority groups in relationship to Type A 
behaviour and CHD risks. The importance of culture becomes more outstanding 
when Type A behaviour relationships to CHD and strain are examined in 
other societies that culturally differ from American or Western cultural 
values .
Returning to the starting point of this discussion, it can be concluded 
that Rosenman and Chesney's inference that Type A individuals do not manifest 
greater anxiety, depression and job dissatisfaction than Type B individuals 
can be challenged on conceptual and methodological grounds as demonstrated.
With regard to other personality variables, the present study indicates 
that self-esteem is a significant predictor of attenuated depression, 
psychosomatic complaints and overall strain. The findings of other research 
lend support to these relationships . For example, Werbel (1983) reported 
that self-esteem was negatively associated with negative emotional arousal, 
such as feeling tired, depressed, pressured,lonely, restless, nervous, 
upset, afraid and having insomnia and headaches.
Conceptually, an individual who believes he is worthy, successful 
and capable, is likely to approach situational demands, constraints and 
pressures with more confidence in his qualities to overcame work stressors 
and therefore to attenuate the resulting strains. Opinion on one's abilities 
and characteristics believed to gain other's respects and approval, helps 
also to redefine the level of sti'essfulness in the situational demands 
as being less aversive, hence, it lowers their impacts on emotional strain.
Moving to internal locus of control, the present research indicates 
that individuals internal in their generalized beliefs, tend to report 
less anxiety and low overall strain ( although these ! relationships are 
marginally significant ). Prior research findings somewhat support these
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relationships. Kyriacou and Sutcliffe (1979) reported that belief in 
internal control was positively correlated with strain as assessed by 
a general statement. Szilagyi et al. (1976), relating external locus of 
control to five dimensions of job satisfaction# found that external persons 
reported higher dissatisfaction with work, pay, supervision, promotion 
and co-workers. Similarly, in Organ and Green's (1974) study, external 
locus of control was related to increased work dissatisfaction.
The differences that emerged between these research findings and the 
present study consist of the existence of positive relationships between 
external locus of control and work dissatisfaction reported by the former; 
and the absence of such relationships reported by the latter. However, 
the findings that locus of control weakly predicts work dissatisfaction 
is justifiable on two grounds :
First : Examination of the literature reveals that the findings relative
to locus of control-dissatisfaction relationships are not unequivocal.
If the afore-mentioned studies -reported significant relationships between 
external locus of control and dissatisfaction, some other studies reported 
a different pattern of results. For example, Keenan and McBain's (1979) 
study indicates that neither psychological strains, namely tension at 
work ( e.g. anxiety and worries ), nor job dissatisfaction; were significantly 
related to locus of control.
Second : Work satisfaction measure, unlike anxiety and depression scales,
were constructed to tap specific dimensions of work and organization, and 
not only job in general. It follows that the effect of work, organizational 
and support factors in determining perceived work satisfaction are more 
potent than locus of control beliefs as a personality characteristic.
Turning to socio-demographic variables, the present study showed that 
their role in the prediction of strain indices is negligible. Stress 
literature offers a confusing picture of the relationships of socio-demographic
? i
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variables to strains. Regarding age, for example, Marshall and Cooper (1981) 
found that age was a significant predictor of anxiety and poor physical 
health. Parker and DeCotus (1983) reported that age was negatively related 
to one type of affective strain (. time. pressure strain ) but was not 
related to the other indicator of strain ( ' anxiety ). House's (1980) 
study reveals that age predicts job satisfaction, but is not predictive 
of health outcomes : such as neurotic symptoms, angina pectoris and peptic 
ulcers. Furthermore, Cooke and Rousseau (1983) found that age was unrelated 
to an overall index of strain composed of nervousness, depression, headaches, 
high blood pressure, coronary heart disease, overweight and ulcers.
Lack of relationships between socio-demographic variables and strain 
variables, as indicated by the findings of the present research, has two 
implications:
Firstly : It disconfirms the hypotheses formulated in Chapter V,predicting
the existence of relationships between socio-demographic variables and 
strain indices.
Secondly : It provides assurance that socio-demographic variables are
less likely to exert a confounding effect, when the relationships of perceived 
stressors, contextual variables and personality, to strain are addressed.
SUMMARY •. Contribution of variable sets ( among the sets of perceived 
stressors , contextual variables, coping and personality and socio-demographic 
characteristics ) to the prediction of strain.
The results showed that the most important variable set that considerably 
contributes to the prediction of strain indices are perceived work stressors 
and contextual variables, whereas personality and socio-demographic variables 
are the least important predictors of strain. This seems in agreement with 
Menaghan and Merves1 (1984) study, where reported initial stressors 
(occupational problems ) were more important in predicting overall work
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strain than coping strategy set eand personal characteristic set. Marshall 
and Cooper (1981) found that, regarding managers in production, high 
anxiety was predicted by job and organizational characteristics and not 
by their demographic or personality predispositions.
Despite the differences between the present study and other research, 
in the nature of samples ( i.e. the latter being manager-focused samples ) 
and in the cultural environment; the findings, nevertheless, seem to suggest 
that what makes more difference in strain reporting, in occupational 
environment is not what people are ( i.e. personality and socio-demographic 
characteristics ), but what they experience ( i.e. perceived stressors'." 
and contextual variables ) and what they do (i.e. coping strategies ).
9. . 7 MEDIATING AND MODERATING ROLE OF COPING STRATEGIES IN THE PERCEIVED 
WORK: STRESSOR-STRAIN RELATIONSHIP.
The findings of the present study indicate that coping strategy set 
mediates the perceived work stressor-strain relationships. On the contrary, 
coping strategies manifested a negligible interactive or moderative role 
in the relationships of perceived work stressors to strain indices. But, 
to what extent do prior studies support the present study findings ?
Consonant with this pattern of relationships are Billings and Moos'
(1981) study findings that coping strategies moderate the impact of 
undesirable life events on depression; anxiety and psychosomatic symptoms. 
Pearlin et al. (1981) reported that overall coping mediates the job 
disruption-depression relationships by attenuating the effect of reported work 
stressors on strain ( depression ).
However, while these examples reflect the mediating and moderating 
function of coping , some other investigations reported no such relationships. 
To illustrate, Menaghan and Merves (1984) reported that the interaction of 
perceived work problems with each of the four coping strategies : direct
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action, comparison, selective ignoring and restricted expectations, to 
predict occupational strain was not significant. Similarly, Pearl in 
and Schooler (1978) found that the interaction of coping strategies with 
perceived stressors relative to occupation, adds a negligible level of 
prediction of overall strain.
Examination of these examples and the present study findings raises 
two important questions : Why do most studies tend to examine the moderating 
role more than the mediating effect of coping strategies on the perceived 
stressor-strain relationships ? Which is conceptually more plausible : 
the moderating or the mediating effects of coping strategies on the 
relationships of perceived work stressors to strain indices ?
To address the first question, two reasons may justify the dominant 
tendency of researchers to test of the moderating effect of coping strategies 
First : In certain cases, the outcomes emerging from statistical
procedures regarding the relationships of coping strategies to the perceived 
stressor-strain link, were interpreted as indicative of moderating rather 
than mediating effects. A notable example is Billings and Moos' (1981) 
study. The researchers regressed strain indices ( i.e. depression, anxiety 
and psychosomatic symptoms ) on negative life events only; then, on negative 
life events and coping strategies; and finally, on negative life events, 
coping strategies and social resources. As an illustrative example, when 
anxiety was regressed on negative life events only, the standardized 
simple regression was : Beta = .13 . But this value dropped to Beta = .02
when coping strategies and social resources were taken into consideration 
or controlled for . This reduction was interpreted as due to the attenuating 
effect of coping strategies ( since " social resources" partial regression 
coefficient was not significant ), and was described as indicative of a 
moderating effect of coping strategies.
In the result Chapter ( Section 8.4 ) of the present study, a similar 
statistical procedure was used but the interpretation was different. The
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decrease ; in the initial perceived work stressor-strain relationships due 
to the introduction of coping strategies, was considered as indicative 
of a mediating effect rather than of moderating effect of coping strategies. This 
way of interpretation was supported by a later article authored by Finney, 
Mitchell, Cronkite and Moos (1984). Finney, et al. state : " Although we have 
used stress-attenuation analysis in our own research ( Billings and Moos,
1981)...this technique allows an analyst to determine to what extent a 
variable such as coping or support can be conceived of as a mediator of 
the stress-functioning relationship. It is incorrect to interpret an 
1 attenuation effect' as evidence of the efficacy of coping or support 
in the sense of a buffering effect". Then, they conclude : " Stress-attenuation 
analysis explores mediating effects, whereas product-term regression and 
multiple within-groups analysis estimate interactive or moderating effects 11. 
This is a typical example of a study where the coping role in the 
relationships of perceived work stressors to strain indices, was viewed 
as a moderator instead of mediator, and where the researchers acknowledge 
their shortcoming and correct the interpretation of the relationships as 
indicating a mediating rather than a moderating effect.
Second : Some researchers used the terms " moderator " and . '.'.mediator "
interchangeably. For example, Pearlinret al, (1981) used multiplicative 
terms ( Job disruption x Coping; Job disruption x ' support ) in 
relationship to depression among other dependent variables, to test for 
the interaction, using indiscriminately the terms " interact " and 
" mediate " to describe these relationships. Failure to distinguish 
between " moderating " effect and " mediating " effect ( see Chapter VIII, 
Section 8.5, for the difference between them ) leads conceptually and 
methodologically to describing what is actually a mediating effect as 
a moderating relationship.
Turning to the second question : Which is conceptually more plausible: 
the moderating or the mediating effects of coping strategies on the perceived
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work stressor-strain relationship ? It is more pertipent to view coping 
strategies as mediator of the stressor-strain link. It is recalled that 
the present study findings indicated that coping acted as mediator. The 
moderating effect of coping was not supported. Conceptually, considering 
coping as moderators'means that the impact of perceived stressors on strain 
varies depending on the level of coping. It follows that coping is given, 
that is., conceived of as existing before the experience of perceived work 
stressors. Hence, it does not depend in a sense, on the activation or 
stimulation of experienced work stressors. The moderating role simply is : 
given a coping repertoire, does high level, as opposed to low level of 
coping, make any difference to the effect of perceived stressors on felt 
strain ? This analysis emphasizes the static characteristic attached 
to coping when it is conceived of as a " moderator ".
On the other hand, coping does not become a mediator of perceived 
work stressor-strain relationships unless a certain level of experienced 
work stressors to stimulate coping exists. It follows that coping cannot 
be functional unless it is activated by the experience of work stressors.
In other words, coping is not a given resource of the individual whose 
change unilaterally affects the relationships of perceived stressors to 
strain, but is affected by perceived stressors, and influences in turn strain 
by exacerbating or attenuating perceived stressor effects. To conclude, 
the conceptual advantage of considering coping as a mediator is twofold :
(a) - It provides a dynamic rather than a static conception of the role
of coping in the perceived work stressor-strain relationships.
Coping as a mediator means that experienced work stressors activate 
or mobilize individual coping resources. Coping, when stimulated, 
changes the effect of perceived work stressors on felt strains.
(b) - Another advantage is that coping as mediator provides more
exp lan ation  o f / t h e  r e la t io n s h ip s  o f  p erce iv ed  work s t r e s s o r s  to  s t r a in .
As perceived work stressors impinge directly and indirectly upon 
strain, the mediating role of coping furnishes additional information 
about the nature and strength of the indirect relationships of perceived 
work stressors to strain; that is the degree and direction of the 
effect of experienced work stressors on coping , and the direction and 
the extent to which the transmitted effect of perceived work stressors 
to strain is exacerbated or attenuated by coping.
Having explained the advantage of viewing coping as a mediator according 
to the present study, it remains to address another issue relative to the 
identification of coping strategies that significantly mediate perceived 
work stressor-strain relationship, and the nature of mediation. The results 
of the present study showed that, among coping'strategies, only "withdrawal" 
and to a less extent " evaluation ", significantly mediate the relationship 
of perceived work str'essors originating from task, communications, career, 
role conflict, role overload, and pay; to strain indices including anxiety, 
depression, psychosomatic complaints and overall strain. The fonm of the 
mediation exercised by withdrawal and, occasionally, by evaluation was 
that every perceived work stressor activates the adoption of withdrawal 
and evaluation and these coping strategies exacerbate the level of strain 
indices.
These patterns of findings raise a number of questions :
(1) -Why coping through withdrawal and coping through evaluation were the only
significant mediators among coping strategies?
(2) - Why the coping strategy : "~ taking action ", a form of situation-focused
coping, was not found to attenuate the effect of perceived work
stressors on strain ?
(3) - Why " evaluation ", a fonm of situation-focused coping ( as opposed to
emotion-centred coping ), was a stress-exacerbator type of coping
rather than a buffer or attenuator of strain ?
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(4) - Why the coping strategy : " extemalization " which involves religious 
beliefs was not found to exacerbate the effect of perceived work 
stressors on strain, according to the conceptual orientation of 
. certain researchers ?
Regarding the first question, the dominance of the withdrawal mediating 
effect upon ' perceived work stressors, in relationships to strain indices, 
is not indicative of workers1 passivity in the glass works, but of the 
recurring feeling of the limited impacts of coping attempts: It seems as 
if the work environment as well as the structure and functioning of the 
organization, has acquired an inertia to strongly and successfully resist 
the attempts of workers to change experienced work stressors, and to absorb 
and dampen successful coping attempts made by production workers in stressful 
work situations. These experiences develop, over time, workers' realization 
that expected coping outcomes are less contingent upon active efforts to 
change stressful work encounters. Hence, workers' resort to coping through 
withdrawal as a means of acquiring some immediate short-lived payoffs. 
Tolerating a perceived work stressor, or avoiding it, may reduce . aroused 
emotional feelings of discomfort. However, the study showed that withdrawal 
exacerbates anxiety, depression, psychosomatic symptoms and overall strain. 
Since these strain indices require a certain length of time to evolve, 
therefore, the aftermath or the non-immediate effects of frequent adoption 
of withdrawal as a coping device entails greater strain .
Consistent with this interpretation, is Pearlin and Schooler's (1978) 
findings and explanation. Studying' coping efficacy regarding the relationships 
of perceived stressors to strain in five independent roles : marriage, 
child^-rearing, household economics and occupation, they found that the 
buffering effect of coping were- important in the three family and child-rearing 
roles and negligible in the occupational role. Pearlin, et al. (1981) provide 
the following interpretation : "... The results of our analysis have led 
us to be impressed as much with the limitations of coping as with its
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efficacy. In particular, individual coping appears to be quite ineffective 
when directed to problems residing in formal organization, its authority 
and reward systems; it is most effective in dealing with problems involved 
in face-to-face relations, such as in the family
With reference to the second and third questions, the most frequently 
used typology is situation-oriented coping or problem-focused coping, 
and affective-cognitive oriented coping or emotion-focused coping ( Antonovsky, 
1979; Lazarus, 1980 ). The former consists of attempts to change the source 
of stress through active behaviour, while the latter alters or redefines 
the meaning of work stressors, and keeps the aroused emotional strain under 
control. Conceptually, problem-focused coping was considered as effective 
and emotion-focused coping was viewed as palliative and ineffective 
(• Lazarus and Launier, 1978; Mechanic, 1962 ). Such standpoint based upon 
the superiority of instrumental coping ( problem-focused coping ) over 
palliative coping ( cognitive-emotion oriented coping ) seems to imply 
a bias that works in favour of the problem-focused coping considered as 
instrumental, functional, realistic, effective, and of long-lasting 
outcomes. By contrast, cognitive-emotion focused coping is palliative, 
dysfunctional, unrealistic, ineffective and of ephemeral outcomes. However, 
this., intuitive conceptual standpoint lacks empirical support. The present 
study showed that the evaluation of one1 s limitations and capabilities 
as well as the evaluation of situation difficulties, exacerbated some 
strain indices; and that coping by initiating direct action had no significant 
mediating effect on strain. Consistent with this pattern of findings is 
Needle et al:'s (1981) study results in that optimistic comparison, a form 
of cognitive-emotion centred coping, reduced strain; while direct action 
had no effect on strain indices. Caplan, et al. (1984) found, to their 
surprise, that the interaction of problem-focused coping ( termed simply 
" coping " ) with Person-Environment fit ( perceived work stressors ) had 
no impact on reported strains. On the other hand, the interaction of
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emotion-focused coping ( termed "defence " ) enhanced the prediction of 
most strain indicators. For example, withdrawal was found to moderate 
the relationships of fit measures and strain towards increased satisfaction 
and decreased somatic complaints and anger.
However, it can be argued that problem-focused coping manages 
situational stressors by solving work problems more than reducing emotional 
strain, and therefore the efficacy of problem-focused coping should be 
assessed in terms of the contribution of this coping pattern to the resolution 
of work problems, and not in terms of its contribution to the reduction 
of strain indices. Menaghan and Merves (1984) addressed this issue and 
found that direct action increased rather than decreased later work problems 
( although Beta = .085, was marginally significant : P - C .1 0  ) .  Ilfeld (1980b) 
reported that optimistic action ( problem-focused coping ) exerted :a negligible 
effect on the diminution of perceived work stressors,; and exacerbated the 
feelings of job strain ( termed distress ) and psychosomatic symptoms.
Therefore, whether the efficacy of situation-oriented coping, as 
opposed to cognitive-emotion oriented coping, should be judged in terms 
of work stressor diminution or stressful situation resolution; and whether 
it is more beneficial for the focal coper than cognitive and emotional 
coping, as certain researchers tend to believe, is not empirically 
substantiated.
Related to the foregoing issue is the matter raised by the fourth 
and last question. Coping through religious behaviours was categorized 
as emotion-focused coping; therefore, mainly judged as ineffective in 
reducing strains. McCubbin (1975), for example, labelled the coping 
strategy : " Maintaining the past and dependence on religion " employed 
by wives in response to prolonged war-induced separation from husbands, 
as ineffective because it is not a " direct-action " coping.' Four coping 
strategies were considered as highly-functional for the sole reason that 
they are all " direct-action " pattern of coping. The remaining two coping
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strategies, namely "reducing anxiety" and "maintaining the past and dependence 
on religion" were viewed as ineffective because they "fall within Lazarus's 
classification of potentially dysfunctional pattern". The researchers added : 
"Lazarus’ formulation also suggest that maintenance of the past, denial of 
fear and dependence on religion, are varied forms of psychological defences 
which are basically dysfunctional". However, judging the utility of coping 
through faith and religious behaviour in this manner, is questionable for 
two reasons :
First : The bias toward direct action or problem-oriented coping is implied
in the judgement of coping by means of religious behaviour, as being 
dysfunctional, because it is not ‘direct action". This is a simplistic theoretical 
orientation based on the assumption that, as soon as a problem or stressor 
is dealt with, strain is consequently eliminated or diminished. However, strain 
may still persist because other factors enter into play. For example, the 
aftermath of a solved work problem may generate new perceived stressors or 
new constraints from others, because the problem-solving behaviour satisfies 
the goals of the coper, and runs counter significant others' expectations.
Also, it may be that coping behaviour meets the demand of a particular source 
of pressure ( e.g. from a supervisor ) entailing further pressure from other 
significant sources ( e.g. from workmates ). Therefore, direct action or 
situation-focused coping is not necessarily effective per se, but its 
effectiveness also depends on cognitive, emotional, behavioural, situational 
and group processes.
. 3Second : Whether the dependence on religion is functional or dysfunctional
is . unfortunately not sufficiently and empirically documented. McCubbin,et aL, 
acknowledged the paucity of research addressing the issue, stating :
"The functional and dysfunctional nature of the six coping patterns have only 
been speculated upon and were substantiated only by inference or by 
reference to other theoretical formulations " ( Underlines added ).
Returning to the findings of the present research, coping through faith, 
religious behaviour and existential beliefs ( termed external.ization )
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was neither detrimental nor effective. Despite these neutral findings, 
the author conceives of religion as an important coping source in the 
present research sample. Religious beliefs buffer the impact of perceived 
work stressors on a worker's strain and create more tolerance vis-a-vis 
stress sources. However, one may argue that the adoption of religious 
beliefs as a coping behaviour increases a worker's passivity regarding 
situational stressors. On the contrary, the author thinks that, in view 
of the potential buffering effect of religious beliefs, a worker approaches 
work stressors more comfortably as the immediate strain consequences are 
kept within manageable bound ( owing to the dampening effect of religion ). 
This perhaps, aids an individual to work out alternative solutions to 
the perceived problems by attenuating the immediate negative effects 
of the stressful encounters that disturb the coping construction process.
To summarize, it is argued that viewing coping as a mediator rather 
than a moderator, as the findings of the present study tend to support, 
conceptually presents two main advantages : (1) provision of a dynamic 
rather than a static picture of the role of coping in the stressor- 
strain link; and (2) provision of more information of the relationships 
of perceived work stressors to strain .
The dominance of the mediating effects of two coping strategies : 
withdrawal and evaluation, is analysed and the negligible mediating role 
of the problem-focused coping : taking action, is discussed, arguing that 
situation-focused coping was frequently considered as effective in the 
literature compared with emotion and cognition-focused coping being 
considered as ineffective, despite the paucity of empirical research ■ i 
support.
Also, the discussion highlights the importance of religion in coping, 
although neglected or undermined by some researchers.
403
9 . 8. MEDIATING AND MODERATING ROLE OF CONTEXTUAL,- PERSONALITY AND
SOCIO-DEMOGRAPHIC VARIABLES IN THE PERCEIVED WORK STRESSOR-STRAIN 
RELATIONSHIPS.
Of importance is the question whether contextual variables, namely 
disturbed family-work interface, supportive relationship and participation; 
exert a mediating effect on the relationships of perceived work stressors 
to strain indices.
The present research indicated that disturbed family-work interface, 
exacerbates the effect of perceived work stressors on reported anxiety, 
depression, psychosomatic symptoms and overall strain. This pattern of 
relationships suggests that family life is a crucial factor that should 
be taken into account in designing programmes for managing work stress.
' However, it is intriguing that the mediating effect of disrupted 
family-work interface on the perceived work stressor-dissatisfaction 
relationships was not significant. The reason seems to be more methodological 
than conceptual, owing to the fact that, unlike the measures of anxiety, 
depression, and psychosomatic symptoms, the scale of satisfaction was 
commensurate with the work environment; that is, more directly geared to 
several specific dimensions of work, whereas the previous general affect 
measures reflect affective responses to work as a whole.
Supportive relationships and participation constitute other contextual 
variables. The present study showed that supportive relationships mediate 
the relationships of overall perceived work stressors to dissatisfaction 
and overall strain. This means that overall perceived work stressors 
activate the need for supportive relationships, and perceived supportive 
relationships diminish dissatisfaction and overall strain engendered by 
work stressors. Prior research has concentrated on the moderating role, 
rather than, on the mediating effect of supportive relationships or social 
support. Regarding the moderating role of social support, only modest evidence
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suggesting its buffering effect was reported. To illustrate, Pinneau (1976) 
LaRocco and Jones (1978), Blau (1981) and Jayarathe and Chess (1984) 
found non-significant interaction of social support with perceived work 
stressors in the prediction of some psychological and psychosomatic strains. 
On the other hand, House (1980), LaRocco,et al. (1980), Billings and Moos
(1982), Karasek, et al. (1982) and Winnubst, et al’. (1982), provided-modest 
evidence that social support moderates the perceived'stressor-strain 
relationships by. buffering the effect of perceived stressors on strain 
indices.
However, most studies tackling the effect of social support on perceived 
work stressor-strain link used the moderation rather than the mediation 
approach. Moderation approach is associated with a static view of the role 
of social support, since it analyses the relationships of perceived work 
stressors to strain at different level of support considered as given.
On the other hand, the present study showed that, in view of the mediating 
effect of supportive relationships on perceived work stressor-strain link, 
supportive relationships cannot exert its buffering or attenuating effect on 
dissatisfaction and overall strain, unless it is activated or stimulated 
by perceived work stressors. A somewhat similar dynamic view was adopted 
by Seers, et al. (1983) by proposing two distinct hypotheses of social support 
effects : The buffering hypothesis represented by the positive relationships 
of stressors to strain under low social support, and the absence of that 
relationship under high social support. On the other hand, the coping 
hypothesis consists of a negative relationship of social support to strain 
under high stressor conditions and the absence of that relationship 
under low stressor conditions. The study they performed supported the coping 
hypothesis of social support and showed the inadequacy of the buffering 
hypothesis.
Low participation in the present study was found to exacerbate the 
effect of overall perceived work stressors on dissatisfaction. This is
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consonant with Shuler's (1977) finding that higher role conflict were 
related to higher job satisfaction under the condition of greater participation. 
But, low role ambiguity and role conflict were associated with low level of 
satisfaction under the condition of low participation. Although both 
patterns of findings converge, the present study differs fron Shuler's 
study in the wider coverage of perceived work stressors which was not 
limited to role conflict and role anbiguity, and also in addressing other 
strain indices, such as anxiety, depression and psychosomatic symptoms.
With reference to personality variables, the findings showed that
Type A behaviour pattern mediates the relationship of overall perceived
work stressors to strain indices by exacerbating the effect of overall 
/*
work stressors on anxiety, depression, psychosomatic complaints and overall 
strain. On the contrary, the mediating role of self-esteem consists of 
mitigating the impact of overall perceived work stressors on depression 
and overall strain.
Therefore, both personality variables affect the relationship of 
perceived work stressors to strain indices. Type A behaviour, when 
stimulated by experienced work stressors, predisposes the individual to 
greater anxiety, depression, psychosomatic complaints and overall strain. 
Concerning self-esteem, perceived work stressors mobilizes this personality 
resource) which in turn produces a decrease in depression and overall strain.
Turning to socio-demographic variables, the present research indicates 
•that the relationships of overall perceived stressors to strain indices 
were not significantly mediated, nor moderated by socio-demographic 
variables. However , it is interesting that Kechroud (19.86), following 
a research conducted in some Algerian industrial organizations, reported 
a significant interactive effect of ".number of dependents " and income 
on job satisfaction, and a significant interactive effect of tenure on 
illness, in the first study. In the second study conducted within the same 
investigation, he found that the interactive effect of income, educational
level, and tenure on job satisfaction (was significant. Also significant 
( although marginally ) was the interactive effect of marital status and 
tenure on job satisfaction. However, there exist sane ambiguous points 
relating to these findings that need clarification, if these results are 
to be considered.'
First : Kechroud used one-way analysis of variance to test for the 
interaction of socio-demographic variables with perceived work stressors. 
However, it is not clear whether the figures presented in 
Table.9.11 ( Kechroud, 1986’ ; p. 416 ) indicate the main effects of
age , marital status, number of dependents, income, level of education, 
and time in job, on satisfaction and illness; or their interactive effects.
Second : The findings presented in the foregoing table: regarding the
interaction of socio-demographic variables, were ambiguously described 
and worded. As the findings relative to interaction were similarly 
phrased, two examples of statements used will suffice :
" There is a significant interaction between job satisfaction and income 11 
( P. 425 ).
" There is a significant interaction between job satisfaction and the 
level of education of these factory workers " (P. 426 ).
The question that arises is : With what variables socio-demographic 
characteristics did interact ? The answer according to the examples is 
that income interacts with job satisfaction. But, to predict what variable ? 
It should be noted that job satisfaction and illness were considered in 
the foregoing tables of analysis of variance, as dependent variables. 
Therefore, it is incorrect to report that income ( for example ) interacts 
with the dependent variable ( e.g. satisfaction ). Rather, income interact 
with something else ( to be conceived of as an independent variable ) 
to predict satisfaction ( the dependent variable ).
According to the context of the analysis, it is very likely that 
the researcher meant that income interacts with overall stress ( i.e perceived
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stressors ) to predict job satisfaction ( First example ); and the 
interaction of the level of education with overall perceived stress 
significantly predicts job satisfaction ( Second example ).
To summarize, the discussion indicates why some contextual variables 
( namely disrupted family-work interface, lack of participation and 
supportive relationships ) and personality dimensions ( i.e. type A behaviour 
pattern, locus of control and self-esteem ) mediate the effect of perceived 
work stressors on some strain indices. The conceptual advantage of the 
mediation approach over the moderation one is also considered.
Finally, the findings that socio-demographic variables are neither 
significant mediators nor moderators as indicated by the present study 
are critically compared with, a study findings ( carried out in some Algerian 
organizations ) that some socio-demographic variables are significant 
moderators.
9 . 9 CONCLUSIONS OF THE DISCUSSION.
The discussion of the findings of the present research leads to the 
following conclusions :
First : Perceived stressors originating from task, pay, career, communication,
role overload and role conflict are more frequently reported by worker's 
in this study, as compared with the rate of reported work stressors in 
the majority of investigations in' the literature.
Second : The afore-mentioned perceived work stressors impinge on reported
strains ( i.e. anxiety, depression, dissatisfaction and psychosomatic 
complaints ). The divergencies detected between this pattern of findings 
and related evidence in the literature are attributed to work levels in 
organizations, socio-cultural; context, adoption of a limited range of work
stressor and strain indicators, sample used and analytic techniques.
Third : Organizational and extra-organizational factors ( therein
referred to as contextual variables 11 ) represent other salient sources 
of stress and support. The relationships of contextual variables ( e.g 
family-work interface, participation and supportive relationships ) to 
strain are not sufficiently examined in the literature.
Fourth : The discussion of the findings reveals that what mal<es more
difference in strain reporting among production workers in the industrial 
organization examined, is not what people are ( i.e. personality attributes 
and socio-demographic characteristics ), but what they experience ( i. e 
perceived work stressors within and outside the organization ) and what 
they do ( i. e coping strategies ).
Fifth : Coping strategies mediate rather than moderate the relationships
of perceived work stressors to strain indicators. It is conceptually more 
tenable to view coping as a mediator rather than a moderator variable 
for two reasons : (l) it provides a dynamic rather than a static conception 
( as is the case with a moderator ) of the role of coping in the perceived 
work stressor-strain relationships. Coping as a mediator suggests that 
experienced work stressors activate or mobilize individual coping resources 
( i.e. past experiences, coping repertoire, etc..); coping, when stimulated, 
changes the effects of perceived work stressors on felt strains. (2) It 
provides more information about how perceived work stressors relate to 
strain indicators. These conclusions run to counter many research findings 
where coping was viewed as a moderator.
Sixth : Contextual variables and to a lesser extent personality variables
considered mediate the effect of perceived work stressors on same strain 
indicators. Socio-demographic variables, however, are neither significant 
moderators nor mediators. It seems that organizational ( e.g. participation 
and social support ) and extra-organizational ( e.g. family and social support )
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factors dominate the individual's internal resources ( i.e. personality
and demographic characteristics ) in mediating ( attenuating or exacerbating )
the effects of perceived work stressors on strain indices.
CONCLUSIONS
The assumption underlying your story is 
that stress is a given for our culture.
Not true  I am a therapist and
feel disheartened while teaching relax­
ation exercises to people who have 
intolerable jobs or lonely lives.Stress 
control is just another way to help us 
tolerate the loss of human and spiritual 
values.
00®000®000®00000000®©®®®®®0000®©®00000® 
From a letter addressed to the 
TIME (June 27,1983)by a reader 
©000000®®®®®®®00000000000®®®®®®®®©000®®
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Conclusions will involve examination of implications of the present 
research findings for the glass works studied, in particular, and Algerian 
industrial organizations in general; and consideration of the present 
research limitations, conceptually and methodologically.
10. 1 IMPLICATIONS
Instead of enumerating directly the implications and recommendations, 
some elaboration of certain implications is necessary; therefore 3 
recommendations, suggestions and implications are grouped under a few main 
headings; Each heading represents a set of articulated suggestions and 
implications.
10.1.1 PARTICIPATION
It was shown that workers were frustrated owing to perceived 
dysfunction of the participatory system in the factory; and that low 
participation predicted increased dissatisfaction and greater overall 
strain, ( in the absence of a supportive relationship variable ) . What should 
be done about .such a situation? Is not a plausible solution to replace 
the present participatory system by a new imported " ready-made " 
participatory scheme ?
The legislator is warned against approaching the issue in this way.
The matter does not reside in replacing one participatory system by another 
one, but rather : To what extent the potentials of the existing system have 
been exploited ? In other words, has this organization in particular, and 
other industrial organizations in general, reached an optimum use and 
application of the present system of participation ?
CHAPTER -:X CONCLUSIONS
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The present research has shown that many causes of such dysfunctions 
are not due to the philosophy underlying the system of participation but 
rather to the application and the nature of relationships in the 
organizations ( for more details see Chapter IX : discussion ) . Therefore, 
it is recommended to activate the following processes:
First: Elaborating and implementing a systematic educational programme 
that takes into consideration the requirements of the participatory system 
and the existing characteristics of workers and representatives, and that is 
subject to continuous evaluation. The forms proposed for such educational 
progranrne are :
(l) Owing to the fact that many workers and representatives are illiterate 
or have insufficient level of instruction, this handicaps their potential 
contribution to the functioning of the participatory system. The urgent 
task, therefore , is to establish a systematic instructional program. Its 
success depends on the following considerations:
a)- Workers should participate with management, union and educational sector 
representatives, in the elaboration of objectives, content, method and the 
evaluation of the educational programme.
b)- Workers should be motivated to attend these language courses and to learn. 
That is, the motivational component should be built into the educational 
programme. Sane forms of which are :
* Provision of feedback or knowledge of progress made during the process of 
language learning.
* Satisfactory learning progress and attendance should be rewarded by special 
degrees. Obtention of such degrees should be taken into consideration in 
promotions and creation of special bonuses of education.
* Increasing workers awareness of the utilities and benefits of the
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educational programme. Explanation of the educational impacts must not 
concentrate upon its benefits within the industrial organization, but 
also on workers' social life outside work. To illustrate, workers approaching 
the age of retirement pay less attention to the job benefits of education 
than to its non-work utilities. Therefore, awareness that education serves, 
in addition to its work benefits, to communicate better with people outside 
work, to read and understand better Islam, and to check the progress of 
one's children in school; may prove very motivating.
* Adopting pedagogic methods adjusted to adults. It is wrong to establish 
a similarity between illiterate workers and school-boys. School teachers 
and books may prove ineffective and irrelevant in teaching language to 
adults. The\ teaching-'..method-., and content, should concentrate on matters of 
interest to workers,such as work life, social issues, etc.; and must 
be carried out by people with experience in adult education.
( 2 )- Preparing workers for future representative role by providing them 
with a learning programme of management functions tailored according 
to the educational level, seniority and experience of workers, and 
supervised by the Union. The cooperation of management is a necessary 
condition to the success of the scheme.
Second: activating downward, upward and lateral communication channels
among management departments, participative bodies ( i.e. Workers'
Assembly and Permanent Committees ) and represented workers ( Workers' 
Collective )
Third: Organizational effectiveness and managers' performance are
usually assessed by supervisory higher authorities solely on economic 
output criteria ( e.g. productivity and profit ) . Consequently, managers 
strive for the realization of production effeciency , paying little 
attention to the management and developement of human ressources .
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Hence, the belief that participation of workers' representatives is 
incompatible with the requirements of efficiency, because workers are 
supposed to execute, not to manage. In other words, subordinates are good 
"doers" but not good "thinkers" .
Therefore, the criteria adopted by the supervisory authority in the 
evaluation of organization effectiveness should include, in addition to 
economic criteria ( low cost, productivity, profit ), behavioural outputs 
such as low rate of accidents, decreased turnover and absenteeism, adequate 
social welfare programme , and the dynamitization of the participatory system. 
These economic and behavioural criteria of organizational effectiveness are 
likely to encourage managers- to cooperate arid activate the interaction with 
workers' representatives to reduce employees1 life and work problems, and to 
improve production and workers'-.well-being.
10.1.2 ADOPTION OF CULTURE-DERIVED COPING STRATEGIES PRIOR TO INTRODUCING 
IMPORTED INDIVIDUAL MANAGEMENT TECHNIQUES OF STRESS
In the literature, Stress Management indicates individual-based 
techniques such as relaxation, meditation, yoga, physical exercise, drugs, 
biofeedback and stress inoculation; used to' reduce and prevent stress.
Individual stress management approaches have aroused much interest in the 
occupational domain to the extent that almost every writer on occupational 
management recommends these techniques, and presents them as producing a 
salvatory effect against all sources of stress.
However, before considering the introduction of these imported techniques, 
the organization should study the local socio-cultural and religious values 
in order to reinforce and codify those existing cultural values and traditions 
that encourage group cohesiveness, cooperation, commitment , hard work, moral 
behaviour, etc. For example, Norfolk ( 1977) in recommending the following 
coping behaviour : " Always look at things from the other person's point of 
view " . (p. 99), was impressed by the fact that the scriptures of all
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major religions nicely reiterated this basic coping strategy. He cites, among the 
teaching?of various religions, the following Islamic principle No one of 
you is a believer until he desires for his brother that which he desires for 
himself." ,
Therefore, managers and heads of personnel departments are urged to 
explore, before resorting to imported individual management techniques, the 
local culture to identify and reinforce the stress management principles 
derived from culture and religious values. In doing so, the management should 
consider two things:
First: The set of cultural values introduced and reinforced should not
serve as a manipulative device to increase the control of management 
over workers, and to increase productivity. It should be adopted 
Por the benefit of workers to enhance their coping capacity and 
resources, and also for the benefit of the organization to realize 
its goals.
Second : Management should manifest genuine interest in culture values, 
selected to serve as stress-management guidlines. Consistency of 
what is advocated by management with the behaviour of its members, 
is an important motivator for workers to pay attention to the cultural 
values advocated.
10.1.3 WORK DESIGN AND ERGONOMIC APPROACH
In order to introduce work environment change based on ergonomics and 
work design, it is worth mentioning that the rush to the salvation of 
behavioural approach to the management of stress ( e.g relaxation, transcendental 
meditation, yoga, physical exercise, biofeedback, etc) raises two critical 
problems:
First: Proponents of these methods assume that these behavioural approaches
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are culture or value-free, and that they can be used with success in reducing 
stress-.-, in every cultural milieu. This implies that the value and belief system 
of the individual belonging to a culture, is passive enough to receive and 
accept such techniques with no resistance nor rejection. One can imagine the 
reaction of an Algerian worker who prays five times a day in which he experiences 
some " peace of mind ", if he is invited to perform Transcendental Meditation. 
Simply, this stress management method will not work because the worker believes 
he has a better alternative that enables him to deal with life and work problems. 
Therefore, beliefs and value system of an individual are not passive entities, 
and should be given due attention before considering behavioural stress 
management techniques.
Second : Rarely did researchers, using behavioural approach to stress 
management, also employ techniques that change the source of stress at work.
It is surprising that a book - addressing behavioural approach to the 
management of occupational stress - recently written by Beech, Burns and 
Sheffield ( 1982 ), concentrates exclusively on individual-based techniques 
of stress management, namely relaxation, cognitive methods ( Rational Emotive 
Therapy, and Stress Inoculation ), self-control, and biofeedback; but does 
not touch upon the importance of altering the work source of stress through 
work organization, design and ergonomics. The individual approach to work 
stress management implies that the causes of work dysfunctions and difficulties 
lie within the worker and not in the organization or the work environment.
It is recommended that priority should be given to changing the sources 
of work stress by means of work redesign and ergonomic interventions. If 
workers suffer from poor physical condition or from somatic pain due to 
strainful posture imposed by poor equipment design and inadequate workplace 
layout, training these operators how to relax, or how to alter their 
cognitions of experienced work stressors, encourages workers to tolerate 
aversive work conditions and poorly designed work, and treats symptoms 
instead of tackling the real causes of stress. Therefore, fitting work to
* /'•
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worker is a primary condition. Individual work stress management should 
serve, when necessary,as complementary devices to ergonomic and work 
design approach.
But what ergonomic and work design changes are needed ?
It is recalled that the study findings showed that physical working 
conditions, monotony, work overload and conflict between work demands and 
a worker's opinion, were frequently reported as sources of stress. 
Additionally, set analysis revealed that perceived task stressors and 
perceived work overload, in addition to other perceived work stressors, were 
associated with increased anxiety, depression, dissatisfaction and 
psychosomatic complaints. To reduce these sources of stress, some ergonomic 
and work design changes can be performed within the organization, without 
entailing great cost or dramatic changes in the structure of the organization 
and the technology used. Some levels of intervention that can be suggested are: 
( I ) AT TP IE OPERATOR+MACHINE INTERFACE LEVEL.
Fitting machines, tools and equipment to workers, addresses three aspects
(a)- Sensory input to operators: Displays.
(b)- Motor output from operators:Controls.
(c)- Display-Control relationships: Layout of panels.
. There exist many ergonomic and work design manuals that provide 
useful information, and suggest principles and guidlines for the design of 
displays, controls and the displays of panels at the man-machine system 
level, in order to improve performance, safety and comfort ( e.g. Clark 
and Corlett, 1984; Grand jean, 1975"; Shackel, 1976; Van Cott and Kinkade,
1972; Woodson and conover, 1964,etc. ).
However, redesigning inadequate controls, displays and panel layout, 
to optimize worker-machine interface may prove far beyond the technical 
capability of the organization in a developing country like Algeria .
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But, there exists same feasible types of redesign that can be performed 
using the existing technical expertise. For example, most shop-floor workers 
in the glass works, perform dynamic inspection task of bottles moving along 
a machine —  paced conveyor. To allow for individual differences and inspectors 
control over their inspection tasks, a buffer stock can be created for each 
inspection workstation, without great technical difficulties,
(H) AT THE WORKER-WORKSPACE INTERACTION LEVEL,
Inadequate layout of workspace gives rise to three main sources of stress
(a) Bad working posture,
(b) Reach, clearance and access difficulties.
(c) Visibility problems.
Guidlines and criteria of workspace layout are provided by many 
useful ergonomic design manuals ,that the organization can benefit from. As 
an example, to choose the working posture, Clark and Corlett's (1984) manual 
suggests the following criteria :
- A seated operator station is advantageous :
* Where a stable body is. needed.
* For accurate control.
-If.For fine manipulation.
* For light manual work ( continuous ).
* For close visual work with prolonged attention.
* For limited headroom, low work heights.
* Where foot controls are necessary ( unless of infrequent or short 
duration ). '
- A standing position is advantageous :
* For heavy bulky loads.
* For mobility to reach and monitor controls and displays .
* When there is no knee room under the equipment,
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* When there is limited front-rear space.
* When there are frequent moves from the workspace .
Criteria suggested by most manuals regarding workspace design cannot 
be readily applied by management unless two preliminary surveys are carried 
out :
First : Task analysis consisting of a detailed analysis of all operations 
performed by the operator, and the equipment involved .
Second : Gathering body dimension data of the factory workers As 
anthropometric data for the Algerian population are not available, 
management can obtain such data by taking body-size measurements of the 
factory workers under the supervision of an ergonomist. It is of vital 
importance that workspace layout accommodates, not only the average user,
* but 90% ( or if possible 95% ) of the potential users, so that only the
thsmallest acceptable size is the 5 percentile and the largest acceptable 
size the 95^b percentile
Anthropometric data and task analysis help considerably in ameliorating 
the adaptation of workspace layout to the local workers.
(Ill) AT THE WORKER-PHYSICAL' WORKING- CONDITION INTERFACE LEVEL.
The study indicates that 52% of workers always or often ( as opposed 
to only 19% who rarely ) reported working under poor physical working 
condition. Additionally, physical working conditions constitute a source 
of satisfaction for only 9% of the workers investigated. A great deal can 
be done by the organization to control or reduce the avers.ive effects of 
auditory, visual, acoustic , vibrational and chemical, environments.
However, if these safety measures are to succeed, they must be reinforced 
by an educational programme of safety. For example, provision of workers 
with ear protectors does not garantee that workers will make adequate use 
of these protection aids, or adopt management safety instructions. Therefore,
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- Regular use of audio-visual techniques to increase workers' awareness 
of noise sources and hazards.
- Involving workers' in the elaboration of the hygiene and safety 
programme which must not be unilaterally initiated by the management, 
and imposed upon workers-
- Safety and hygiene procedures must be built into workers' training 
programmes -
- Emphasis should be placed on preventive rather than remedial measures,
- Periodic monitoring of workers' health.
(IV) AT THE MAN-MAN INTERACTION LEVEL
Stress does not arise only fron man-machine interface, inadequate 
layout of workspace and physical working condition, but also from social 
relationships that develop among individuals within a workgroup or - inter- 
groups of workers.
The study revealed that among coping strategy factors, there is a 
coping factor termed : Withdrawal. That is, remaining passive in the presence 
of work stress, planning to leave the factory or to be absent from work, 
and the tendency to retain affective reaction?to work stressors. The study 
showed that withdrawal exacerbates the effect of all perceived work stressors 
studied. ( task, role conflict, pay, communication, overload and career 
stressors ), on anxiety, depression, dissatisfaction, psychosomatic complaints 
and overall strain. A social factor such as lack of social support at work 
explains partly the resort to withdrawal as a coping behaviour.
In order to alleviate work stress stemming from the working social 
environment, it is suggested that management adopts, when possible, 
work-team approach to the organization of work. The building of workteams
Vcais preferably be based on the following guidlines.
the safety and health education programme should concentrate on :
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First : Preferably, workteam should be formed on the basis of member
preferences to work with one another using sociometric techniques.
For instance, workers performing inspection of bottles can be asked 
to say who they would prefer or reject as workmate for inspection 
work. Consequently# small work-teams are formed according to workers' 
preferences and rejections.
Second : Work-team should be assigned complementary and meaningful tasks 
to perform. That is, work that requires group cooperation rather 
than friction or competition.
Third : Reducing individual incentive schemes and reinforcing group-based 
reward system, to enhance group cohesiveness and reduce conflicting 
relationships.
Fourth : A supervisor that pays due attention, not only to group performance 
to take corrective measures, but also to psycho-social processes 
that develop within the group during the performance of tasks. These 
processes include coordination of group activities, activating 
communication within the group as well as between the work group and 
other groups, encouraging group participation in decision-making, 
and provision of social support.
Fifth: Work-teaim should:begiven responsibilities to organize, assign tasks 
among its members and decide upon the fonm of rotating its members 
over the activities of the task.
Sixth : Workteam should be encouraged to develop its own stress management
and prevention strategies, -to elaborate solutions to cope with 
manifacturing problems that arise, and to provide suggestions for 
the amelioration of working methods, work organization, working 
conditions, etc. in the future.
10.1.4 HUMAN RESOURCE MANAGEMENT ;
The methods of selection, training, performance evaluation and
. promotion, involve many Shortcomings that contribute to the exacerbation 
of workers' stress. It was indicated, in the present study, that a considerable 
percentage of workers reported the absence or lack of promotion, expected 
no prospective opportunity for advancement, and perceived the promotional 
criteria adopted by management as ambiguous and unfairly granted; and that 
among other perceived work stressors, perceived career or promotion stressors 
were related to increased anxiety, depression, dissatisfaction and 
psychosomatic complaints. The following are some recommendations regarding 
selection, training, performance appraisal and promotion:
(I) Selection :
The method of selection used in the Glass Works studied, involves 
application form and a short interview carried out by a non-psychologist.
It is suggested therefore, that
First : To reach a more valid decision on candidate- selection, it is
necessary to combine information from application form ( or 
biography ), interview and tests to select the best condidates needed.
Second : Traditionally, selection methods concentrate upon assessing 
performance abilities. Due attention should be given to sane 
personality attributes that predispose the individual to experience 
more stress ( e.g. anxiety trait, tolerance of ambiguity, etc. ),or 
that predispose to physical illness as coronary heart diseases ( e.g. 
Type A behaviour pattern ).
Third : Selection should be carried out by an occupational psychologist .
(II) Training :
Usually the application of workers’ training programme has two characteris­
tics :
First : A worker is trained under ideal conditions: the operated machine
i
is well maintained, material needed is available, the task to be 
learnt is clear, and the machine breakdowns are absent.
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Second: Evaluation of trainee's performance rests exclusively upon skill 
acquisition.
However, the organization should pay attention to the following 
considerations:
First : Reality is different from situations designed for training-. A
trainee will not work under ideal conditions , but in workshops where 
machine maintenance and physical-working conditions are inadequate, 
materials needed are not easily provided, and machine breakdowns 
are likely. Training, therefore, should include learning how to deal 
with new and unusual work situation, and how to cope with maintenance 
problem, material shortage and machine breakdowns that are bound to 
happen.
Second : Developing trainees1 awareness of stress sources, stress effects
and coping strategies adopted; and the potential, impacts of these coping 
strategies on the individual, group and organization.
(III) Performance Evaluation .
Evaluation of workers1 performance is generally based on the final .« 
work output- this is a necessary but not a sufficient criterion for the 
assessment of important aspects of workers' performance. Performance 
appraisal should take into consideration workers' success in dealing with 
stressful situations, and coping with work social and technical problems. 
Therefore, one's success in reducing work stress factors, or his problem­
solving abilities, is another important component that should be included 
during the assessment of workers' performance.
(IV) Promotion
To alleviate perceived career stressors it is suggested that:
First : Criteria for promotion merit, as they are applied in the
organization, should be clear and objective.
Second : Whenever promotions are granted to a group of workers, information 
explaining the criteria and reasons for promoting these workers in
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particular, should be exhaustively and immediately communicated 
to all members of the organization.
Third : Criteria for promotion should not contain only performance and
compliance with the organizational regulations, but also a workers' 
ability to manage difficult work situations encountered.
10,1.5 PROMOTING SOCIAL SUPPORT SOURCES
The present research indicates that the moderate level of supportive 
relationships exerts a direct effect on strains by reducing dissatisfaction 
and overall strain. Supportive relationships also mediate the effect of 
perceived work stressors on reported strain, so that strain ( dissatisfaction 
and overall strain ) induced by perceived work stressors is attenuated by 
supportive relationships. These findings enphasize the important function 
of social support in the vitiation of stress. Therefore, it is recommended 
that the organization should promote social support sources in the following 
■.ways.;
(I) Establishing a counselling service :
Lightbody ( 1978 ) describes counselling in organization as 11 a way 
of responding to another person, by relating with them, so that the other 
is helped to explore their thoughts, feelings, behaviour and situation; in 
order to reach a clear understanding of their self and their situation; so 
that they can use their strengths to cope more effectively to make appropriate 
decisions, and to take action to change .11
Counselling should be voluntary and confidential. It addresses:
- Work-related problems,
- Social life or personal problems ,
- Health and psychological disturbancies .
- Pre-retirement counselling.
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Counsellor, as a source of support, provides help - with the active 
participation of the worker - in the search and comprehension of stress causes 
encountered, in the awareness of stress effects, and in the selection of 
coping strategies to adopt vis-a-vis stress sources. The counsellor may also 
play an important role in enhancing positive interaction between workers' 
families and the organization , by analysing and advising the client how 
to deal with family stressors.
(II) Supportive Leaderships:
Supervisors can contribute considerably to the promotion of social 
support resources, by providing subordinates with help and guidance needed, 
and by maintaining cohesive work groups that constitute an important source 
of support to group members.
(III) Extra-Organizational Sources of Support
Family is a typical example of source of support as well as of stress.
The present study indicated that disrupted family-work interface predicts 
increased anxiety, depression, dissatisfaction, psychosomatic complaints 
and overall strain; and mediates work stressor-strain relationship by 
exacerbating the effect of perceived work stressors on anxiety, depression, 
psychosomatic symptoms and overall strain.
Organizational concern should not be limited to the work sources of 
stress, but also covers family life stressors. Individuals, at work, cannot 
insulate themselves from personal problems, to concentrate exclusively upon 
their work. Actually, workers carry to work their preoccupations, tensions, 
worries, frustrations and irritations,from the family-life problems. The 
relationship of family life to work is so intricate that their effects are 
inseparable.
Therefore, it is suggested that the organization can contribute to the 
promotion of family source of support by:
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Fist: Activating the counselling service that helps workers to cope with,
and control some family-life dysfunctions, especially those due to 
relational, emotional and children rearing problems.
Second: Recruiting social workers that keep in touch with workers'
families, to sensitize the Personnel Department about social problems 
each family encounters, and to establish links between workers' 
families and relevant public organizations responsible for 
administrative, social, educational,and medical services.
Third: Putting into effect a social welfare scheme, carried out jointly
with workers' representatives, that benefits all organizational 
members.
•10.1.6 PLANNING FOR STRESS PREVENTION AND MANAGEMENT.
The different approaches, proposed earlier, to reduce stress at work 
can be integrated in a programme or a planning for preventing and managing 
occupational stress. Such a programme can be incorporated in the organization 
development of human res sources or personnel policies.
Tlie proposed planning for stress prevention and management consists 
of three main stages as diagrammed in Figure 10.1 .
FIRST STAGE: Identification.
It consists cfgathering information and collecting data to detect the 
following components of the stress process:
* Work stressors: their nature (e.g. role conflict,
role overload, role ambiguity, pay, communication, career, task and 
working condition stressors). Their location (i.e. individual, group, 
workshop, section, department, etc. ),
* Factors that mediate (i.e. exacerbate or attenuate) the consequences 
of work stressors on workers, involve personality characteristics
( i.e. Type A behaviour pattern, self-esteem, locus of control, trait
/;
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STRESS IDENTIFICATION
Work stressors
yxTypes
:~role conflict 
-role overload 
etc...
. Location
Mediators of work 
stressor-strain 
relationship.
.Personality
.Socio-demograph 
ic variables
.Organization 
|-social support 
-participation 
etc...
.Extra-organiza 
tional factors, 
-family 
+life events
Strain
.:Psychlogical: 
-anxiety 
-depression 
etc...
,psychosomatic: 
-headaches 
-insomnia 
etc...
Coping
,Coping strateg­
ies. used.
.Coping outcomes 
concerning 
-the individual 
-the group 
-the organization
STRESS PREVENTION AND MANAGEMENT
Fitting work to worker
;Ergonomic and work 
design change.
Fitting worker to work
.Selection 
.Training 
.Promotion 
.Individual stress 
management techniques
Work socio-cultural 
context
;Religious values 
.Organization culture 
.Social support system
FOLLOW UP AND EVALUATION
FIGURE 10.1 Flow-chart diagram regarding stress management and prevention' 
planning.
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anxiety, and tolerance of ambiguity); socio-demographic characteristics 
( e.g. gender-, age, education, tenure, income; and rural-urban background ); 
organizational structure ( e.g. social support, participatory system, and 
leaderships ); and extraorganizational factors such as family life and social 
life events.
* Strain reflecting the consequences of recurrent experiences of work stress. 
Strain manifestations are psychological or cognitive-affective ( e.g. 
headaches, insomnia, and loss of appetite ) ; and behavioural such as 
withdrawal, behaviour and decreased performance.
* Coping: Cognitive, emotional and behavioural styles used to cope with 
perceived sources of stress, and the outcomes and consequences of coping 
behaviour for the individual, the immediate social environment ( e.g. 
workgroup ), and the organization.
The stage of identification, that is,collecting information or data 
regarding work stressors, mediators, strain and coping, preferably through 
systematic stress surveys within the organization, helps considerably - if 
adequately carried out - in elaborating and designing strategies to manage 
and prevent stress .
SECOND STAGE : Prevention and management of stress.
On the basis of the treatment of information assembled in the foregoing 
stage, the organization examines possible stress strategies of potential 
efficacy in reducing or controlling stress. A set of strategies have been 
suggested in the present chapter. These strategies can be reorganized and 
categorized into three classes :
(I) Underlying the first class of strategies is the principle of fitting
work to worker. It consists of ergonomic and work design change in 
the work environment (i.e. equipment, workspace, physical working 
condition and work organization ) to improve its fit to the workers'
cognitive and physiological limitations, and needs.
(2) The rationale of the second set of strategies is to fit a worker to 
his job. Such strategies include selection and placement, training, 
performance appraisal, promotion; and individual-based stress 
management techniques ( e.g. meditation, relaxation, yoga,,physical 
exercise, and biofeedback ) . This set of strategies should complement, 
but not replace the foregoing set of strategies.
(3) This set of strategies is derived fron local culture and religious 
values. Management should avoid automatic resort to behavioural 
management techniques of stress ( i.e relaxation, meditation, physical 
exercise, etc. ) developed in industrialized countries, but explore 
beforehand, without a complex of inferiority, the potentials of the 
local culture.
THIRD STAGE : Evaluation and Follow-up
Stress prevention and management elaborated and implemented, should be 
continuously monitored and evaluated . This follow-up assessment of the stress 
management and prevention programme provides the necessary feedback 
information to identify and tackle the programme shortcomings.
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So far, major emphasis has been placed upon the question : What is 
the present research ? Equally important, however, is the question: What 
the present research is not ? Dealing with the limitations of the present 
study, does not necessarily overshadow its merits, nor undermine its importance. 
On the contrary, it provides indirectly a new emphasis to the research 
objectives; approach and significance.
10.2.1 CONCEPTUAL LIMITATIONS
(1) Organizational factors ( e.g. participation and social support ) were 
found to predict and mediate the effect of perceived work stressors upon 
strain indices. However, whether these organizational factors predict 
coping strategies, and mediate the relationships of perceived work 
stressors to coping strategies; and whether such organizational factors 
mediate the relationships of strain indices to coping, was not addressed.
(2) Extra-organizational factors, represented in the present study by 
family-work interface, predict strain and mediate perceived work 
stressor-strain relationships. But;the role of family life in the 
prediction and mediation of : (a) perceived work stressor —  coping 
behaviour relationships; (b) strain indices - coping behaviour relation­
ships; was not exanined.
(3) Predictive and mediating role of personality characteristics ( e.g.
• Type A behaviour pattern, lccusof control and self-esteem ) in the
relationship of perceived work stressors to strain indicators was 
considered in this research. However, the functioning of personality 
dimensions as predictors in the relationships of coping to perceived 
stressors and to strain indices, merits examination.
(4) Recursive relationships of perceived stressors and coping to strain 
manifestations were addressed. But nonrecursive relationships or 
reciprocal causation between perceived work stressors and strain indices}
10.2 RESEARCH LIMITATIONS
/
on the one hand , and coping behaviour and strain indices
on the other; were not attempted because of the cross-sectional nature
of the study.
(5) Validation of the present research findings by future studies in various 
industrial organizations in Algeria is needed. Such studies help in 
demonstrating the generalizibility of the present research findings, 
and contribute to the identification of those patterns of relationships 
consistent across various studies.
10.2.2 METHODOLOGICAL LIMITATIONS
(1) The present research, owing to its.cross-sectional nature, is unable 
to study dynamically the variables, that is,the change of relationships 
between variables over time. Coping, for example, is viewed as a response 
if studied at one point in time. However, if coping is examined over an 
extended period of time, more realistic and dynamic picture about coping 
process can be captured: some coping processes which were a coping 
response at a given point in time, become a source of stress inducing 
further stress to the individual at a subsequent time. The level of work 
satisfaction, for example, may be conceived of in a cross-sectional study 
as an affective response to perceived work stressors. However, in a 
longitudinal research, low level of satisfaction may not appear as a 
work stress outcome, but also as an affective variable that produces 
further strain, therefore, becomes an antecedent condition, an intervening 
process and an outcome.
(2) The sample of the present study involves only production workers. Such 
a choice is justified by the overwhelming concern of prior research
with the higher levels of an organization hierarchy : managers, executives, 
engineers, administrators, technicians, foremen, etc. ; and the paucity 
of studies regarding shop-floor workers .
However - as far as developing countries in general, and Algeria in
particular, are concerned - research relating to all organizational levels
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are almost absent. Therefore, future occupational stress studies in 
developing countries should address:
. Various types of occupational organizations, such as industrial, 
medical, educational, correctional and social organizations .
. Different levels within an organization, or different categories of 
workers.
. Male as well as female workers : Citing the example of the Algerian 
industrial organizations, female workers are almost absent in a number 
of industries such as mining, metal, chemical and engineering industries.
But, they are considerably employed in food, electronic and textile industries. 
.Therefore , '.'a working population of women in industry exists, but
research into women stress in developing countries is .non-existent.
(3) Some stress indicators were not covered because of time and practical
constraints. For example, concerning stress consequences, cognitive-affective 
strain as well as psychosomatic symptoms were addressed. But,other 
effects representing biochemical changes ( e.g. Catecholamines and serum 
cholesterol ) and illness (e.g Coronary heart diseases and ulcers), 
were not considered.
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PILOT STUDY QUESTIONNAIRE MEASURES
INTRODUCTION
I'm a student doing a research on workers' experience, problems, 
opinions, feelings and behaviour in the presence of job difficulties 
and problems.
I'm not interested in the personnel of management, or in supervisors.
I'm interested in workers in shop-floors because they live the reality of 
work, and are in direct contact with production. Today, you are chosen for 
interview because we can spend some time this morning ( or afternoon ) in 
talking without disturbing production.
The questions I'm going to ask, have no right or wrong answers 
because every worker has his own experience and opinion at work.
Please, remember that your answers or anything you say in this interview - 
are completely confidential. Your name is not needed in this study.
Is there a question, you would like, to ask me before we start ?
TASK-PHYSICAL WORKING CONDITIONS ( SI TO S5 )
j ■
461 . '
I'm going to ask you some questions about your work. For each question 
there are three answers among which you choose the answer that describes 
best your experience with work.
(1) Do your physical working conditions such as noise, cold, 
heat, lighting, dust and hygiene:
- Make your work comfortable ?................. ........ ( 1 ) 1-1
- Make your work somewhat difficult ?................... ( 3 ) 1-1
- Make your work very difficult ?....................... ( 5 ) 1-1
(2) Is your work :
- Very harmful for your health ?........................ ( 5 ) 1-2
-- Somewhat harmful for your health ? ................... ( 3 ) 1-2
- Not harmful ? ...................................... ( 1 ) 1-2
(3) Do you find your work :
- Very boring ?......'................................. . ( 5 ) 1-3
- Somewhat boring ? .................................... ( 3 ) 1-3
- Interesting ?............... .......................... ( 1 ) 1-3
(4) Is your work :
- Very tiring ?........................................ . ( 5 ) 1-4
- Somewhat tiring ?..................................... ( 3 ) 1-4
- Not tiring at all ?................................... ( 1 ) 1-4
(5) Does your work have :
- Much risk of accidents ?.............................. ( 5 ) 1-5
- Some risk of accidents ?.............................. ( 3 ) 1-5
- Sale ?................................................ (■ 1 ) 1-5
FINANCIAL INCENTIVES ( S6 TO S8 )
I'm going to read sane questions about your pay. For each question# 
there are five answers, among which you choose the answer that comes closer 
to your work experience.
(6) To what extent does your pay match your responsibility# effort and 
experience ?
- None...........   ( 5 )
462
( CONTINUED)
- Little......................................... .( 4 ) 1-8
- Moderate......................................... .( 3 ) 1-8
- Much ............................................ .( 2 ) 1.-8 .
- Very much ....................... ............... .( 1 ) 1-8
(7) To what extent are your pay and bonuses adequate as 
compared with the cost of living ?
- None............................................. .( 5 ) 1-9 ■
- Little........................................... .( 4 ) 1-9
- Moderate......................................... .( 3 ) 1-9
- Much............................................. .( 2 ) 1-9
- Very m u c h ....................................... • ( 1 ) 1-9
(8) Compared with other people working in similar job as 
yours in other factories, to what extent is your pay 
similar to their pay ?
- None............................................. .( 5 ) 1-10
- Little........................................... .( 4 ) 1-10
- Moderate......................................... • ( 3 ) 1-10
- Much................... ‘......................... .( 2 ) 1-10
- Very much........................................ .( 1 ) 1-10
ROIE OVERLOAD ( S9 TO SI 2 )
To change a little bit, let's move to another aspect of your work. 
Here also there are five response choices for every question. You choose 
the response that describe?best your work experience.
(9) How often must you work very fast to complete your work on time?
- Never ( 1 ) 1-13
- Rarely ( 2 ) 1-13
- Sometimes ( 3 ) 1-13
- Often........................; ( 4 ) 1-13
- Always ( 5 ) 1-13
(10) How often does the amount of work you have to do 
interfer with how well it gets done ?
- Never........... '.....................; ( 1 ) 1-14
- Rarely............................................. ( 2 ) 1-14
- Sometimes   ( 3 ) 1-14
- Often ( 4 ) 1-14
-Always.............................................  1 4 4
( CONTINUED )
(11) How often are you compelled to do many things at the same time ?
- Never..... ........... ( 1 ) 1-15
- Rarely.... . ..........( 2 ) 1-15
- Sometimes. ........... ( 3 ) 1-15
- Often.... ........... ( 4 ) 1-15
- Always.... ........... ( 5 ) 1-15
(12) How often do you find your work difficult or complicated ?
- Never.... ........... ( 1 ) 1-16
- Rarely.... ...........( 2 ) 1-16
- Sometimes. ........... ( 3 ) 1-16
- Often.... ........... ( 4 ) 1-16
- Always.... ...........( 5 ) 1-16
ROEE CONFLICT ( S13 TO S16 )
The following questions are about other things you may experience 
at work. Each question reports .a kind of experience with your job and 
with people at work, and each question is followed by five response choices. 
Please feel free and tell me any response among the five responses for each 
question, that really reports your experience at work.
(13) How often do you receive conflicting instructions or 
from your superiors ?
orders
- Never............................................ 1 ) 1-19
- Rarely........................................... .( 2 ) 1-19
- Sometimes........................................ .( 3 ) 1-19
~ Often............................................ .( 4 ) 1-19
- Always....................... .................... 5 ) 1-19
(14) How often do you receive contradictory demands from 
your workmates, and from your superiors ?
- Never.. .......................................... .( 1 ) 1-20
- Rarely.. ......................................... .( 2 ) 1-2C
- Sometimes....... *.................. ............. 3 ) 1-20
- Often............................................ .( 4 ) 1-20
- Always...... ..................................... 5 ) 1-20
(15) How often the instructions, ‘demands and orders you:_ 
receive, do contradict your opinion of how the work 
should be done ?
- Never..................... ...................... ( 1■ ) 1-21
464 ( CONTINUED )
- Rarely........... ................................... .( 2 ) 1-21
~ Sometimes........................ ................... 3 ) 1-21
- Often............................................... 4 ) 1-21
- Always.............................................. 5 ) 1-21
(16) How often do you receive instructions without adequate 
resources and material to excute them ?
- Never................................................ .{ 1 ) 1-22
- Rarely................................ ............. .( 2 ) 1-22
- Sometimes........................................... .( 3 ) 1-22
- Often............................................... .( 4 ) 1-22
- Always.............................................. .( 5 ) 1-22
ROLE AMBIGUITY ( S17 TO S20 )
Let's now turn to another aspect of your work. Each of the following 
questions is followed by five response choices among which you choose the 
response category that best represents your experience with work.
(17) To what extent are you clear, as you would like to be, 
have to do on this job ?
about what you
- Very much.......................................... ( 1 ) .1-25
- Much............................................... '( 2 ) 1-25
- Moderate........................................... ( 3 ) 1-25
- Little....... ..................................... ( 4 ) 1-25
- None............................................... ( 5 ) 1-25
(18) To what extent do you knowhow your work is evaluated by you 
supervisor or management ?
r
- Very much.......................................... ( 1 ) 1-26
- Much............................................... ( 2 ) 1-26
- Moderate. .......................................... ( 3 ) 1-26
- Little................ '............................ ( 4 ) 1-26
- None............................................... ( 5 ) 1-26
(19) To what extent are you provided with information 
explaining the criteria for promotion, and pay increase?
- Veiy much.......................................... ( 1 ) 1-27
- Much.......... '.................................... ( 2 ) 1-27
- Moderate........................................... ( 3 ) 1-27
- Little............................................. ( 4 ) 1-27
- None............................................... ( 5 ) 1-27
(20) To what extent your supervisor and management let you 
know about new regulations arid decisions that concern 
your work ?
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- Very much..... ................ ....................( 1 ) 1-28
- Much.......................... ........*............( 2 ) 1-28
- Moderate...................... ....................( 3 ) 1-28
- Little........................ ....................( 4 ) 1-28
- None.......................... 1-28
PROMOTION ( S21 TO S25 )
Would you tell me how true each of the following statements is of you: 
whether the thing described by a statement is definitely true, more true 
than false, neither true nor false, more false than true, and definitely 
false. Please,, notice that: "true" and "false" do not mean at all "right" 
or "wrong". They mean something which occurred or did not occur to you 
at work.
(21) To get a promotion in this factory you need to work 
hard and have a good behaviour.
- Definitely true.................................... .( 1 ) 1-31
- More true than false............................... .( 2 ) 1-31
- Neither true nor false............................. .( 3 ) 1-31
- More false than true....... ........................ ■ ( 4 ) 1-31
- Definitely false........................... ........ • ( 5 ) 1-31
(22) You have obtained less promotion than you deserve.
- Definitely true.................................... .( 5 ) 1-32
- More true than false............................... .( 4 ) 1-32
- Neither true nor false............................. .( 3 ) 1-32
- More false than true............................... .( 2 ) 1-32
- Definitely false...... :........ ................... • ( 1 ) 1-32
(23) People who get ahead in the factory do not deserve it. 
- Definitely true.................................. .( 5 ) 1-33
- More true than false............................... ■( 4 ) 1-33
- Neither true nor false............................. .( 3 ) 1-33
- More false than true............................... .( 2 ) 1-33
- Definitely false................................... .( 1 ) 1-33
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(24) You do not feel you are getting anywhere on your job.
- Definitely true   ( 5 )
- More true than false................................ ( 4 )
- Neither true nor false..   ( 3 )
- More false than true................................( 2 )
- Definitely false ..( 1 )
(25) The more one knows people in the management the more 
likely one gets promoted.
- Definitely true..................................... ( 5 )
- More true than false................................ ( 4 )
- Neither true nor false.............................. ( 3 )
- More false than true   ( 2 )
- Definitely false....................................( 1 )
1-34
1-34
1-34
1-34
1-34
1-35
1-35
1-35
1-35
1-35
ANXIETY ( ANX1 TO ANX7 )
The following items describe how people may feel as a result of work 
experience, difficulties and problems. For each item#there are five response 
choices among which you choose the response that expresses best your feelings.
Response categorj.es Score
- Never happens to you. ( 1 )
- Rarely happens to you. ( 2 )
- Sane times happens to you. ( 3 )
- Often happens to you. ( 4 )
- Always happens to you. ( 5 )
(1) Your job tends to directly affect your health..........
(2) You work under a great deal of tension.  ...............
(3) You have felt fidgety or nervous as a result of your job
(4) If you had a different job, your health would probably 
improve................................................
(5) Problems associated with your job have kept you awake 
at night.......................... .....................
(6) You have felt nervous before attending meetings in the 
enterprise.............................................
(7) You "take your job home with you" in the sense that you 
think about it when doing other things.................
1-38
1-39
1-40
1-41
1-42
1-43
1-44
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DEPRESSION ( DEP1 TO DEPIO )
The following items also describe how people may feel as a result of 
work experience, difficulties and problems. You choose among the five response 
categories, the response that represents your feelings.
Response categories Normal score Reverse score
- Never. ( 1 ) ( 5 )
- Rarely. ( 2 ) ( 4 )
- Sometimes. ( 3 ) ( 3 )
- Often. ( 4 ) ( 2 )
- Always. ( 5 ) ( 1 )
(1) How often do you feel downhearted and blue ? .........
(2) How often do you feel tired for no reason ?........
(3) How often do you find yourself restless and cannot keep
still?................................................
(4) How often is your mind as clear as it used to be ?.
( score to be reversed )... .,.v...  .....................
(5) How often do you find it easy to do the things you used
to do ? ( score to be reversed )......................
(6) How often do you feel hopeless about the future ?.....
(7) How often do you find it easy to make decisions?
( score to be reversed )..............................
(8) How often are you more irritable than usual ?.......
(9) How often do you still enjoy the things you used to?
( score to be reversed )..............................
(10) How often do you feel you are useful and needed ?
( score to be reversed ).............................
1-47
1-48
1-49
1-50
1-51
1-52
1-53
1-54
1-55
1-56
WORK SATISFACTION ( SAT1 TO SAT12 )
Would you tell me how do you feel about the following aspects of work, 
whether you feel very satisfied, satisfied, moderately satisfied, a little 
satisfied;or not satisfied at all.
Response categories
- Very satisfied.
- Satisfied.
Scoring 
( 5 )
( 4 )
v- Moderately satisfied. (3 )
- A little  satisfied. ( 2 )
- Not satisfied at a ll. ( 1 )
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(1) Physical working conditions such as noise, heat, cold, dust, lighting, hygiene, etc.................................... ( ) 1-59
(2) Your rate of pay and bonuses.................................... ( ) 1-60
(3) The activities of your representatives...................... ( ) 1-61
(4) The kind of work you are doing................................. ( ) 1-62
(5) The amount of work you are given...............................( ) 1-63
(6) Your future with this enterprise...............................( ) 1-64
(7) The way the factory is run....................................... ( ) 1-65
(8) The way people outside, look at your job................... ( ) 1-66
(9) Tire extent to which you are kept informed about matters 
that concern you..................................................... ( ) 1-67
(10) The supervision of your immediate boss....... ............. ( ) 1-68
(11) The extent to which you are consulted about changes../ ) 1-69
(12) People you work with.............................................. ( ) 1-70
PSYCHOSOMATIC COMPLAINTS ( HI TO H14)
I'm going to lis t different troubles and complaints people have, and you 
tell me how often have you had each complaint as indicated by each of the 
following statements ?
Response categories
- Nearly a ll the time.
- Quite often.
- Sometimes.
- Never.
Scoring 
( 4 )
( 3 )
( 2 )
( 1 )
(1) Do you have trouble getting to sleep or staying asleep ? (
(2) Have you ever been bothered by nervousness, feeling,
fidgety or tense ? .....................................................
(3) Are you ever troubled by headaches or pain in the head?..
(4) Do you have loss of appetite ?....................................
(5) How often are you bothered by having an upset stomach ?..
(6) Do you find it  difficult to get up in the morning ?.......
(7) Have you been bothered by shortness of breath when you
were not exercising or working hard ? ............................ (
2-1
2-2
2-3
2-4
2-5
2-6
2-7
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(8) Have you been bothered by your heart beating hard ?. ..( ) 2-8
(9) Do you drink more than you should ? ...................... ..( ) 2-9
(10) Have you had spells of dizziness ? ........................ ) 2-10
(11) Are you bothered by nightmares ? ........... .............. ..( ) 2-11
(12) Do you tend to lose weight when you have something 
important bothering you ?.................................... ) 2-12
(13) Are you troubled by your hands sweating so that you 
damp and clammy ? ..............................................
rHCD 
' 
& • ) 2-13
(14) Do you feel you are bothered by all sort of pains and 
ailments in different parts of your body ? ............... ( ) 2-14
COPING STRATEGIES
(1) What do you do when you receive conflicting demands from your workmates, 
and superiors ?
(2) What do you do when you have to do things on the job that are against 
your better judgement of how it  should be done ?
(3) What do you do when you have too much work ?
(4) What do you do when your work is repetitive and monotonous, and your 
working conditions ( noise,heat , cold, dust, lighting, etc, ) are 
inadequate ?
(5) What do you do when you are not sufficiently informed about things 
that concern you or your work ?
(6) What do you do when you have problems to get promoted in the factory ?
(7) What do you do when you have pay problems ( The pay is not enough compared 
with the cost of living, or is less than the salary obtained for the 
same job elsewhere ) ? ......................................................................
470
COPING STRATEGIES ( Cl TO C42 )
Problems often come up at the factory that involve your work and others.
It  is quite normal that every person, when faced with problems, difficulties, 
etc..., behaves in a certain way. Would you tell me how often do you think, do, 
or behave the way indicated by each of the following statements ?
Response categories
- Every time.
- Often.
- Sometimes.
- Rarely.
- Never.
Scoring 
( 5 )
( 4 )
( 3 )
( 2 )
( 1 )
(1) Talking about your problems with your family..............
(2) Ignore the problem until you cool off......................
(3) Simply leave what you are doing and take up something 
totally different.............. -............... ..................
(4) Seek additional information about the problem...........
(5) You do not carry your work worries home...................
(6) Confront the matter openly.....................................
(7) Engage in your favourite hobbies.............................
(8) Draw upon your past experiences, perhaps you have been in a 
similar situation before.................................................
(9) Accept the problems because there is little  to do about.....
(10) Try to meet a ll problems so that to satisfy the expectation 
of people concerned .....................................................
(11) Seek the help of God........... ...................................
(12) Not drop the matter until it  is resolved.................. .
(13) Not pay attention to the matters as far as they do not 
affect other's opinions about you.............................
(14) Concentrate on the aspects of job suffering from neglect 
rather than tackling simultaneously many aspects of it..,
(15) Retain feelings of anxiety, tension,fear and anger...........
(16) Overlook the dark sides of your job and concentrate on the 
good aspects of i t ...................................................... .
(17) Read or listen to Koran or religious talks......................
(18) Pay more attention to work problems than out-of-work 
problems.................................................................... .
(19) Try to see the humorous aspects of the problem............... .
(20) After a ll, a ll people experience these problems not only 
you........................................................................... ( )
2-17
2-18
2-19
2-20
2-21
2-2.2
2-23
2-24
2.-25
2-26
2-27
2-28
2-29
2-30
2-31
2-32
2-33
2-34
2-35
2-36
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(21) Get a good night sleep............................................
(22) Drink too much coffe and/or smoke a lot than usual.....
(23) Life without problems has no charm............................
(24) Compare your present with your past in the job...........
(25) Use tranquillizers or other medication......................
(26) If  the problems accumulate, you ask for changing the 
job.......................................................................
(27) Leave your work area and go somewhere........................
(28) Compare your difficulties with others' problems..........
(29) Issues are not important and are not worth worrying 
about ...................................................................
(30) Seek the help of others at work................................
(31) Learning more about yourself, you may be the source of 
the difficulties.....................................................
(32) Imagining yourself as being a boss capable of changing 
the situation as you would like it  to be...................
(33) Keep busy in order not to have time to think or to keep 
your mind off the problem........................................
(34) Try to work out a compromise with people concerned.....
(35) Pay attention only to problems that directly affect you
(36) Share work problems with nobody................................
(37) Keep optimistic whatever the problem would be...........
(38) Exercise some sports...............................................
(39) Do nothing about i t .................................................
(40) Discuss the matter with the individuals concerned.......
(41) Leave the matter to time, time brings a solution to it.
(42) Retreat to home....................................................
2-37
2-38
2-39
2-40
2-41
2-42
2-43
2-44
2-45
2-46
2-47
2-48
2-49
2-50
2-51
2-52
2-53
2-54
2-55
2-56
2-57
2-58
COMMUNICATIONS ( COM3. TO COM2 )
(l) When you submit a request, a claim, a .suggestion;or 
anything else to the management, how long do you 
usually wait to get a reply ( Whether positive or
negative ) ?
- No reply  ( 1 ) 2-61
- Long time.......... • ( 2 ) 2-61
- Neither long nor short time ( 3 ) 2-61
- Short time ( 4 ) 2-61
<1
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(2) How often do you usually learn about new regulations,decisions, 
happenings or information that concern you, from :
_ your supervisor.......
Often 
( 4 )
Sometimes 
( 3 )
Rarely 
( 2 )
Never 
( 1 )
...... 2-62
- Personnel of the
nistration. ...... .......2-63
Representatives...... ...... 2-64
Workmates............... ...... 2-65
PARTICIPATION ( PARI TO PAR3 )
(1) How often do you talk or discuss with representatives matters or problems 
that concern your work ?
- Often   ( ) 2-69
- Sometimes.................................................................. ( ) 2-69
- Rarely........................ V ( ) 2-69
- Never....................................................................... ( ) 2-69
(2) To what extent have the matters raised been met by 
rep.resentatives ?
- Many solved   ( ) 2-70
- A moderate number solved.......................... .  ( ) 2-70
- Few solved   ( ) 2-70
- None solved............................................................... ( ) 2-70
(3) To what extent are the matters discussed by representatives 
relevant to your work problems ?
- Very relevant............................................................ ( ) 2-71
- Moderately relevant....................................................( ) 2-71
- A little  relevant......................................................( ) 2-71
- Not relevant   : ( ) 2-71
FAMILY-WORK INTERFACE ( FW11 TO FW15 )
Would you tell how true of you are the things indicated by the following 
statements: true, half true half not, slightly-true;and not true.
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Response categories Scoring
- True. ( 4 )
- Half true half not. ( 3 )
- Slightly true. ( 2 )
- Not true. ( 1 )
(1) You are so committed to your job in this factory that you take 
less care than it  ought to be after your family needs..........( ) 2-74
(2) Shift work and overtime work disturb a lot your family life ..( ) 2-75
(3) Your family problems worry you a lot at work...................... ( ) 2-76
(4) You are bothered by the amount of travel needed to go to,
and back from work...........................................................( ) 2-77
(5) At work, you feel worried about your present accommodation... ( ) 2-78
INTERPERSONAL RELATIONSHIPS ( IR1 TO IR11 )
The following,are some kinds of relationships a worker may have with 
his workmates, supervisor, representatives and management personnel. Would 
you tell me how true of you are the things described by the following 
statements ?
Response categories Normal scoring Reverse scoring
- Completely true. ( 5 ) ( 1 )
- Quite true. ( 4 ) ( 2 )
- Neither true nor false. ( 3 ) ( 3 )
- Slightly true, ( 2 ) ( 4 )
- Not true at a ll. ( 1 ) ( 5 )
(1) Your workmates are friendly and easy to approach ( ) 3-1
(2) Your workmates are not willing to help you in work problems( ) 3-2
(3) People you work with exchange opinions and ideas ( ) 3-3
(4) You supervisor is friendly and welcomes any discussion
with him ( ) 3-4
(5) You supervisor is not'willing to help his subordinates over
their problems.........................................   ( ) 3-5
(6 ) Your supervisor is more aggressive toward you in particular,
than toward other workers........; ( ) 3 -6
(7) You supervisor is generally fair in his behaviour toward
his subordinates ( ) 3-7
(8) Representatives are friendly and easy to approach ( ) 3-8
(9) Representatives are willing to listen to your problems../ ) 3-9
(10) Representatives are indifferent and of no help to you
in your work problems ...............................( ) 3-10
(11) There is much misunderstanding between you (or workers)
and representatives.  .................................( ) 3-11
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TYPE A BEHAVIOUR PATTERN ( T.ABP1 TO TABP11 )
I'm going to read some types of behaviours of people at work and 
social life. These types of behaviour are neither good nor bad; neither 
right nor wrong. Would you tell me tie percentage of each type of behaviour 
you thiiik you have ?
Response categories Nonnal score Reverse score
- Nothing. ( 1 ) ( 5 )
- 25% ( 2 ) ( 4 )
- 50% ( 3 ) ( 3 )
- 75% ( 4 ) ( 2 )
- 100% ( 5 ) ( 1 )
(1) You are casual about appointments ( score to be reversed ) ( ) 3-14
(2) You anticipate what others are going to say............... ( ) 3-15
(3) You always feel rushed.......... ..........................( ) 3-16
(4) You can wait patiently ( score to be reversed )...........( ) 3-17
(5) You try to do many things at once.........................( ) 3-18
(5) You are emphatic in speech ( may pound desk )............. ( ) 3-19
(7) You only care about satisfying yourself no matter what
others may think ( score to be reversed )............... .. ( ) 3-20
(8) You are slow in doing things ( score to be reversed ).....( ) 3-21
(9) You are easy going ( score to be reversed )............... ( - ) 3-22
(10) You express feelings..................................... ( ) 3-23
(11) You have few interests outside work...................... ( ) 3-24
to
I would like know your opinion about general things that concern 
work and life in general. Would you tell me whether you agree or disagree 
with each idea indicated by each of the following statements:
LOCUS OF CONTROL ( ILC1 TO ILC11 )
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Response categories
- Agree
- Disagree
(1) Many of the unhappy things in people's lives are partly 
due to bad luck ( external ).............................(
(2) Becoming a success is a matter of hard work, luck has 
little or nothing to do with it ( Internal )............ (
(3) It is not always wise to plan too far ahead because many 
things turn out to be a matter of good or bad fortune
( E x t e r n a l  ) ..................................................................................................................... (
(4) In your case, getting what you want has little or nothing 
to do with luck ( Internal ).............................(
(5) It is hard to know whether or not a person really likes 
you ( External )......................................... (
(6) Many times you feel that you have little influence over 
the things that happen to you ( External ).......... (
(7) People misfortunes result from the mistakes they make
( Internal )........  (
(8) There really is no such thing as "luck" (Internal).......(
(9) How many friends you have depends upon how nice a person 
you are ( Internal )..................... .............. (
(10) What happens to you is your own doing ( Internal).......(
(11) It is impossible for you to believe that chance or luck . 
plays an important role in your life ( Internal ).......(
3-27
3-28
3-29
3-30
3-31
3-32
3-33
3-34
3-35
3-36
3-37
SELF-ESTEEM ( SE1 TO SE10 )
The statements that follow describe how people see themselves. Think 
about yourself and tell me how strongly do you agree or disagree with each 
statement. Remember there are no right or wrong answers.
Response categories
- Strongly agree.
- Agree.
- Disagree.
- Strongly disagree.
Nonmal score 
( 4 )
( 3 )
( 2 )
( 1 )
Reverse score 
( 1 )
( 2 )
( 3 )
( 4 )
(1) You feel that you are a person of worth, at least on an
equal with others........................................... ( )
(2) You feel that you have a number of good qualities......... ( )
3-40
3-41
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(3) All in all, you are inclined to feel that you are a 
failure ( score to be reversed ).......................
(4) You are able to do things as well as most other people....
(5) You feel you do not have much to be proud of
( score to be reversed ).................. •..............
(6) You take a positive attitude toward yourself.............
(7) On the whole, you are satisfied with yourself............
(8) You certainly feel useless at times ( score to be reversed
(9) You wish you could have more respect for yourself
( score to be reversed ).................................
(10) At times, you think you are not good at all
( score to be reversed ).......... ......................
SOCIO-DEMOGRAPHICS ( SD1 TO SD10 )
Finally, I need some information about you.
(1) How is your present work called ?
(2) How long have you been in this factory ?......... . ,. .. ( ) 3-52,53
(3) How many jobs have you done since you joined this
factory ?........................................... ___( ) 3-55
(4) On the average, how much do you earn per month
including the basic salary and bonuses? . . ( ) 3-57,59
(5) How long have you been studying ?
- None, you cannot read nor write....... ■ ( 1 ) 3-61
- None, but you can read or write....... ■ ( 2 ) 3-61
- Primary school........................ .( 3 ) 3-61
- Intermediate school................... .( 4 ) 3-61
- Secondary school...................... ■ ( 5 ) 3-61
(6) Have you been in any training centre ?.. . .
For how long? . ...........:............... ( ) 3-63,64
(7) Where' do you live ?......................
(8) How old are you ?........................ ■ ( ) 3-66,67
(9) Are you
- Single ?.............................. -( 1 ) 3-69
- Married ?............................. 2 ) 3-69
- Divorced ? . . ......................... ■ ( 2 ) 3-69
•- Widowed ......................... .( 2 ) 3-69
(10) If married, widowed or divorced how many children have
you ?................................... ) 3-71,72
-Section: ............... — Tntprvip w sprial N° •....._ ._____...
-Department :...........  - Date of interview : .....
-Unit :................. - Duration of interview : . .
) 3-42
) 3-43
) 3-44
) 3-45
) 3-46
( ) 3-47
) 3-48
) 3-49
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MAIN STUDY QUESTIONNAIRE MEASURES
INTRODUCTION
I'm a student in the University of Oran. My study in the University 
is to understand the experience of workers with their jobs and also how 
the factories where they work function. But, because the study in the 
University is more theoretical than prat ical, I decide to learn directly 
from workers themselves: how they see their work, what kind of problems 
they face, how they solve them. So, I'm actually learning from workers.
I have questions about your work, what kind of difficulties and 
problems you have encountered in the factory, what you do about them, the 
effect of work on your feelings and your health; and about other things.
There is no right or wrong answer. Every worker has his own opinion,
sees his work in his own way, has his own difficulties and problems, 
and his own ways of tackling them. One cannot say that this worker is right 
and that worker is wrong. As I would like to interview as many workers as 
I can in this factory, every day two workers are invited for interview 
provided that the production is not disturbed. You have been invited for 
the interview today because I can talk with you for sane time without 
disturbing the production.
Your answers and those of many workers like you will be transformed
into mathematical form, so that individual cannot be identified. For example,
the results will say how many workers have such or such problems, how 
many workers solve some problems in this way, and how many solve them that 
way. Anything you say in this interview is completely confidential. To 
maintain this complete confidentiality, I'm not going to ask you your 
name, because it is not needed in my study.
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SOCIO-DEMOGRAPHICS ( SD1 TO SD7 )
I need , first of all, some information abput you. I'm not going to ask 
you your name as I'm interested only in some general things about your 
education, age, work and so on, so that I can compare work problems of aged 
with those of young workers, of people with long experience with those with 
short experience of work, and so on.
(1) How is your present work called ?..................
(2) How long have you been in this factory ?  ( ) 4-1,2
(3) On the average, how much do you earn per month 
including the basic salary and bonuses ?  ( ) 4-5,6,7
(4) How much schooling have you had ? ( In years ). 4-10,11
- None, you cannot read or write....................  ( )
- None, but you can read or write..................  ( )
- Primary school...................................  ( )
- Intermediate school..............................  ( )
- Secondary school.........•........................  ( )
(5) Have you been in any training centre ?
For how long ( in years )?........................  ( ) 4-12,13
(6) How old are you ?..................................  ( ) 4-15,16
(7) Are you :- S i n g le  ......................    ( ) 4-19
-  M a r r ie d ................................................................................................................................  ( )
- Divorced.........................................  ( )
- Widowed..............   ( )
(8) If married, divorced or widowed, how many children 
have you ? ........................................  ( ) 4-22,23
(9) Section...........  - Interview serial number:
(10) Department.  .... - Date of Interview:.....
(11) Unit..............  - Duration of Interview: . ,
ROLE OVERLOAD ( SI TO S10)
Your work makes you experience a lot of things. I ’m going to read some 
questions. Each question is followed by responses, among which you choose the 
response that reflect?your experience with your work. Recall that there is 
no right or wrong answer as every worker has a different experience with work.
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For example:
("How often do you have too much work that you cannot finish in a normal work 
day ?") . The question is followed by five answers among which you choose one 
always, often, sometimes, rarely, or never. If you judge that you often have 
too much work... just say: "Often". If rarely you come across the experience 
of having too much work that..., just reply: "rarely" and so on.
Response categories. Normal score. Reverse ' score,
- Always. ( 5 ) ( 1 )
- Often. ( 4 ) (.2 )
-/■Sometimes. ( 3 ) ( 3 )
- Rarely. ( 2 ) ( 4 )
- Never. ( 1 ) ( 5 )
(1) How often do you have too much work that you cannot finish 
in a nonnal work day? ....................................  (
(2) How often are you annoyed by having to do many things at 
the same time ?...........................................  (
(3) How often do you have a right amount of work that keeps you 
busy without much pressure ? ( scores to be reversed ).... (
(4) How often does the high amount of work you have decrease 
the quality of the work done ?............................  (
1-1
1-2
1-3
1-4
Response categories. Normal score. Reverse score .
- A very.great deal. ( 5 ) ( 1 )
- A great deal. ( 4 ) ( 2 )
- Some., . ( 3 ) ( 3 )
- A little. ( 2 ) ( 4 )
- Very little. ( 1 ) ( 5 )
(5) To what extent is your job harmful to your healt ?  ( ) 1-5
(6) To w hat extent does your job contain the risk of
accidents that can be serious ?........................... ( ) 1-6
(7) To what extent do you feel your work makes you use your
skills and capabilities ? ( scores to be reversed )...... ( ) 1-7
Response categories Normal score Reverse score
- Always. ( 5 ) ( 1 )
- Often. ( 4 ) ( 2 )
- Sometimes. ( 3 ) ( 3 )
- Rarely. ( 2 ) ( 4 )
- Never. ( 1 ) ( 5 )
(8) How often do working conditions ( machines, tools, noise,
lighting, heat, cold, etc..) make your work hard and tiring?/ ) 1-f
(9) How often do you do the same things, in your job, over and
over ? ...................................................... ( ) 1-9
(10) How often do working conditions ( tools, machines, noise,
lighting, heat, cold, etc..) make you work comfortably
( score to be reversed )..................................... ( ) 1-10
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FINANCIAL REWARDS ( Sll TO S22 )
The next group of questions concerns your pay. Please, tell me how 
true each of the following statements is of your present job. (“ how true" 
means to what extent the thing reported by each statement exists in your 
work, and does not mean wrong or right statements or answers. Here too, for 
each statement, you choose one response among the five response categories.
Response categories. Normal score. Reverse score,
- Completely true. ( 5 ) ( 1 )
- Quite true ( 4 ) ( 2 )
- Half true half not. ( 3 ) ( 3 )
- Slightly true. ( 2 ) ( 4 )
- Not at all true. ( 1 ) ( 5 )
(11) The pay is much lower than the amount of effort and 
experience you put into your work........................
(12) Your pay has not increased at the rate you expected .it
to be .................. .................................
(13) Your pay is higher than the pay of your relatives, 
neighbours and friends working in industry ( score to be 
reversed ) ..............................................
(14) Your present pay and bonuses enable you to make some 
monthly savings ( score to be reversed ).................
(15) The way the pay is handled around discourages hard work. .
(16) Your pay is much below the normal cost of living in this 
city...................................... ...............
(17) The pay looks right for the job you are doing ( score to be 
reversed ) ........................................... .
(18) Compared with two years ago, you are able to afford a 
better quality of living ( score to be reversed )........
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(19) Your pay is much lower than that of poeple you know having similar 
job............   ( )
(20) Some bonuses that you think you are entitled to are not
given to you...........   .................... .. ( )
(21) There is, sometimes, a substantial increase in your pay
( score to be reversed )   ( )
(22) The amount of money you earn in this factory encourages
you to work harder and harder ( score to be reversed )  ( )
1-22
1-23
1-24
1-21
CAREER. ( S 23 - S 31 )
Now, let's move to another aspect of your job, namely promotion. As
before, I'd like you to tell me how true each of the following statements is
of your present job. Ram amber •, there is no right or wrong answer. The answer
you choose , provided it expresses truly your experience with work is really 
what matters most for this study.
Response categories. Normal score. Reverse score.
- Completely true. ( 5 ) ( 1 )
- Quite true. ( 4 ) ( 2 )
- Half true half not. ( 3 ) (' 3 )
- Slightly true. ( 2 ) ( 4 )
- Not at all true. ( 1 ) ( 5 )
(23) You feel you have stayed at the present rank for too long. . (
(24) For the kind of job you are doing, there is no chance for
training or for progress...................................(
(25) To be promoted in this factory, one must work hard, and 
have a good behaviour ( score to be reversed )............ (
(26) Most people who get ahead in this factory deserve it......(
(27) You do not feel you are getting anywhere on your job in
the future........  (
(28) You feel you are getting ahead in this factory
( .score to be reversed ) .................................(
(29) You are provided with opportunities for training to improve 
your skills ( score to be reversed )......................(
(30) Working too hard or having a long experience has usually 
no effect on the way promotions are handled around........ (
(31) Good jobs, you think you are entitled to, are usually taken 
before you hear of them, in this factory...................(
1-27
1-28
1-29
1-30
1-31
1-32
1-33
1-34
1-35
ROLE CONFLICT. ( S 32 TO S 41 )
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Any work can create a variety of opportunities, difficulties or problems.
Your work, certainly, makes you experience a lot .of things. I'm going to list
a number of things that may bother people at work. I would like you to tell
me how often you have experienced the things described by the following 
statements, at work:
Response categories. Normal score, Reverse score.
- Every time.
- Often.
- Sometimes.
- Rarely.
- Never.
( 5 ) 
( 4 ) 
( 3 ) 
( 2 ) 
( 1 )
( 1 ) 
2 
3
( 4 ) 
( 5 )
( ) 
(  )
(32
(33
(34
(35
(36
(37
(38
(39
(40
(41)
Some of your workmates want you to do one thing and some 
other workmates want you to do something else totally different
You receive demands, instructions, or requests that are 
totally different, from your superiors............ ...........
You feel being caught between two opposite demands:
demands from your workmates, and demands from your supervisors.
The instructions, demands or requests you are asked to execute 
complement one another. ( score to be reversed ) ............
Most of the demands and instructions you are asked to do go 
against your own opinion or judgement.........................
You feel able to satisfy totalling different demands from 
different persons at work ( score to be reversed )........
You receive instructions without enough material and equipment 
to execute them...............................................
To satisfy some people on your job you have to upset others....
What you are asked to do, on your job, matches your own 
opinion or judgement. ( score to be reversed )................
The equipments, tools and material you are provided are enough 
for doing your work properly ( score to be reversed ).........
ROLE AMBIGUITY ( S42 - S53 )
The next few questions deal with other aspects of work. Would you 
tell me how often you have experienced the situations or aspects indicated 
by the following statements. As before, each aspect is followed by five 
response categories, among which you cl loose the one that best describes
y i
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your experience.
Response categories Normal score Reverse
- Always. ( 5 ) ( 1 )
- Often. ( 4 ) ( 2 )
- Sometimes. ( 3 ) ( 3 )
- Rarely. ( 2 ) ( 4 )
- Never. ( 1 ) ( 5 )
(42) You know what has to be done and why it should be done.
( score to be reversed ) ................................ ( ) 1-50
(43) You do not know whether your are doing well on your
job or not . . ............................................( ) 1-51
(44) You are not clear about what to be done on your work or
why it should be done.................................. . . ( ) 1-52
(45) Regulations, rules, and instructions that concern your
work are clearly explained to you ( score to be reversed ) ( ) 1-53
(46) A lot of things happen in this factory without being 
informed................................................. ( ) 1-54
(47) You get confused of the way promotions are handled in
this factory............................................ . ( ) 1-55
(43) It is very hard to understand the purpose of many 
regulations and rules............ ....................... ( ) 1-56
(49) You feel you know ( or anticipate ) what your follow
workers expect from you on the job ( score to be reversed)( ) 1-57
(50) You are given enough information about v/hat goes on in
this factory. ( score to be reversed )................... ( ) 1-58
(51) You cannot know ( anticipate ) v/hat your workmates expect 
you to do on your work...................... .............( ) 1-59
(52) You do not know who is your supervisor, as many people 
supervise you.............. ............................. ( ) 1-60
(53) You have little information of what you need to learn
about your work.......................................... ( ) 1-61
ANXIETY ( ANX1 TO ANX13 )
Nov/ let's go to something different. I've some statements that describe 
how sane people feel as a result of work. I'll read each feeling at a time, 
and you just tell me how often have you felt this way, during the past few 
months: whether every time, often, sometimes, rarely, or never ?
Response categories. Normal score
( CONTINUED ) 
Reverse score
Every time. ( 5 ) ( 1 )
Often. ( 4 ) ( 2 )
Sometimes. ( 3 ) ( 3 )
Rarely. ( 2 ) ( 4 )
Never. ( 1 ) ( 5 )
(l) There are many things you worry about at work............ ( ) 1-64
(2) You feel fidgety or nervous as a result of your work....( ) 1-65
(3) You feel embarrassed by minor incidences with others at
work..................................................... ( ) 1-66
(4) Work problems keep you awake at night....................( ) 1-67
(5) You feel relaxed at work ( score to be reversed ) .......( ) 1-68
(6) You drink too much tea, coffee,or smoke, than your
nonnal quantity.......................................... ( ) 1-69
(7) You find it hard to keep your mind on the task or work.... ( ) 1-70
(8) You feel unsecure In this factory........................ ( ) 1-71
(9) On your way to the factory,' you are afraid of things
that may happen to you at work........................... ( ) 1-72
(10) Your feelings cannot be easily hurt by work problems
( score to be reversed )................................ ( ) 1-73
(11) You have the feeling that you are going to crack up.....( ) 1-74
(12) You wish you could be as happy as others seem to be.....( ) 1-75
(13) You shrink from facing a difficulty or make an important
decision at work............................. ...........( ) 1-76
DEPRESSION ( DEP1 TO DEP12 )
As before, here are some items about how people may feel at work. When
you think about yourself and your work for the last few months, how often
do you feel as indicated by the following statements, whether every time,
often, sometimes, rarely, or never ?
Response categories ' Normal score Reverse score
- Every time ( 5 ) ( 1 )
- Often ( 4 ) ( 2 )
- Sometimes ( 3 ) ( 3 )
- Rarely ( 2 ) ( 4 )
- Never ( 1 ) ( 5 )
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(1) You feel downhearted and blue.........................
(2) You feel tired for no apparent reason.................
(3) You feel hopeless about the future.•........
(4) You feel calm, and cannot be easily upset by work
problems ( score to be reversed ).....................
(5) You find yourself restless and cannot keep still...
(6) You feel you have little or no interest in doing things
at work...............................................
(7) You feel easily annoyed or irritated at work..........
(8) You enjoy things you used to at work ( score to be 
reversed )............................................
(9) You feel confused and cannot easily make your mind up 
at work...............................................
(10) You find it easy to do things you used to do on your 
work ( score to be reversed )........................
(11) You feel you cannot overcome many difficulties you 
face at v/ork.........................................
(12) You blame yourself for your mistakes at work.........
( CONTINUED ) 
2-1 
2 -2  
2-3
2-4 
2-5
2-6  
2-7
2-8
2-9
2-10
2-11 
2-12
WORK DISSATISFACTION. ( DIS1 TO DIS13 )
A worker who has been working for this factory for a certain length 
of time may like certain things, and may dislike other things at work.
Here are some statements that ask you: How satisfied ( or dissatisfied) 
are you with, or how much do you like ( or dislike ) what is described by 
each statement ? Would you please not to think too much and try to answer 
as quickly as possible.
Response categories Scoring
- Completely. ( 1 )
- Quite. ( 2 )
- Half half. ( 3 )
- Slightly ( 4 )
- Not at all. ( 5 )
(1) How much do you like the way your workmates get 
along with each other ? ( ) 2-15
(2) How much do you like the way your supervisor treats 
his workers ? .........*■ ( ) 2-16
'■/
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(3) How satisfied are you with the encouragement you get when 
you do a good work? ..................................................  (
(4) How satisfied are you with the v/ay your representatives 
handle matters raised by your co-workers?  ...........
(5) How much do you like the way this factory is non?....
(6) How satisfied are you with working conditions: 
lighting, temperature, safety, hygiene, etc ?............
(7) How much do you like the kind of work you do ?...........
(8) How satisfied are you with the amount of say and 
influence you have regarding things that concern you ?... .
(9) How satisfied are you with the opportunities for learning 
and training ?...........................................
(10) How satisfied are you with chances f o r  getting ahead in 
this factory ?..........................................
(11) How satisfied are you with the extent and the way you are 
informed about things that concern your work ?..........
(12) How satisfied are you with the pay and bonuses for
the work you do ?...... ................................
(13) Considering the tilings you like and things you dislike 
at work, generally speaking, how satisfied are you with 
your job as a whole ?...................................
2-18
2-19
2-20
2-21
2-22
2-23
2-24
2-25
2-26
2-27
2-17
PSYCHOSOMATIC COMPLAINTS. ( HI TO H10 )
I'm going to read some troubles or problems of health which workers 
complain of . Would you te ll me how often you are bothered, during the 
past twelve months, by each of the following health problems:
Response categories. Scoring.
- Almost always. ( 5 )
- Often. ( 4 )
- Sometimes. ( 3 )
- Rarely. ( 2 )
- Never. ( 1 )
(1) Having headackes or pains in the head..................... ....( ) 2-30
(2) Having loss of appetite......................................... ....( ) 2-31
■ (3) Bothered by upset stomach...................................... ....( ) 2-32
(4) Feeling tired when you first get up........................ ....( ) 2-33
(5) Bothered by heart racing or pounding...................... ....( ) 2-34
(6) Having trouble getting to sleep or staying asleep.. . . ....( ) 2-35
487
(7) Feeling all sorts of ailment in different parts of your 
body.......................... ........................
(8) Feeling weak all- over.................................... .(
(9) Having spells of dizziness................................ (
( )
(10) Feeling mentally exhausted so that you cannot concentrate 
or think clearly......................................... (
2-36
2-37
2-38
2-39
FAMILY-WORK INTERFACE. ( FWI 1 TO FWI 12 )
Here;are some questions concerning you family life and work. Would 
you tell me how often do you come across the things described by each 
of the following statements ?
Response categories Normal score Reverse score
- Every time.
- Often.
- SometRues.
- Rarely.
- Never.
( 5 ) 
( 4 ) 
( 3 ) 
( 2 ) 
( 1 )
( 1 ) 
( 2 ) 
( 3 ) 
( 4 )
( 5 )
(l) Work hours leave enough time for you to spend with your 
family. ( score to be reversed ).......................
(2) Work makes you too tired to enjoy family life. ......
(3) ‘You are asked to work overtime when you do not want to.
(4) The area where you live makes it difficult for you to 
have enough rest at home...............................
(5) The accommodation you have causes you a lot of worries 
even at work.................. .........................
(6) At work, you are worried about things to do with your 
wife and children ( for married subjects ) or parents, 
brothers and sisters. ( single subjects )..............
(7) Work makes you forget your' family problems and worries
( score to be reversed )...............................
(8) Being with your family makes you forget work problems 
( score to be reversed )............................ .
(9) Shift work prevents you from enjoying your family life...
(10) The amount of travel to and fron work does not affect 
your family life ( score to be reversed )..............
(11) Your wife and children ( for married subjects ) or parents 
sisters, and brothers ( for singles ) suffer from your 
misconduct every time you have problems at work........
2-42
2-43
2-44
2-45
2-46
2-47
2-48
2-49
2-50
2-51
2-52
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(12) Your accommodation is comfortable ( have sufficient number 
of rooms ) ( score to be reversed )......................( 2-53
SUPPORTIVE RELATIONSHIPS ( SRI TO SR10 )
Here are a few more things about the relationships among employees in 
this factory. I would like you to think about your relationships with your 
co-workers, representatives and supervisors during the last twelve months or 
so, and tell me how true each of the following statements is of you. Your 
answers remain completely confidential. Please answer each statement as 
frankly as you can.
Response categories. Normal score. Reverse score.
- Completely true. ( 5 ) ( 1 )
- Quite true. ( 4 ) ( 2 )
- Half true half not. ( 3 ) ( 3 )
- Slightly true. . ( 2 ) ( 4 )
- Not at all true. ( 1 ) ( 5 )
(1) Your workmates often help you with your work problems.......
(2) Your supervisor tries to help you when you have some 
difficulties.................................................................
(3) Representatives show much concern when you discuss work 
problems with them. .................................................
(4) You cannot rely on your workmates to lend you a hand
when you need it  ( score to be reversed ) ......................
(5) Representatives are indifferent about yourdifficulties
and problems at work ( score to be reversed ) ..................
(6) Your supervisor lacks a lot of understanding toward you
( score to be reversed ) ............................. ................
(7) You often exchange ideas and jokes with your workmates.....
(8) You do not feel at ease when you talk with your supervisor 
( score to be reversed ) ................................................
(9) People you work with, rarely show interest in your opinions 
or ideas ( score to be reversed ) ...................................
(10) Your supervisor is friendly and can be easily approached. .
2-56
2-57
2-58
2-59
2-60
2-61
2-62
2-63
2-64
2-65
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PARTICIPATION. ( PARI TO PARll)
Still, a few more questions. Would you tell me how often you came across 
the things described by each of the following statements. Please try to 
answer as frankly as you can. Your answers remain strictly confidential.
Response categories Normal score Reverse score
- Every time. ( 5 ) ( 1 )
- Often. ( 4 ) ( 2 )
- Sometimes. ( 3 ) ( 3 )
- Rarely. ( 2 ) ( 4 )
- Never. ( 1 ) ( 5 )
(1) You discuss your job matters that come up, with your 
representatives ( score to be reversed ).............
(2) Problems dealt with by representatives have nothing 
to do with your work ................................
(3) Most problems discussed by representatives remain 
unsolved.................. ■............ ..............
(4) Your representatives ask your opinion about matters 
that concern you ( score to be reversed )............
(5) When you have a problem, you avoid to talk with 
representatives about it....... ......................
(6) Representatives discuss matters that concern your 
work ( score to be reversed )........................
(7) Representatives succeed in solving work problems 
raised by workers ( score to be reversed )...........
(8) It is almost impossible for you to influence the 
decisions of your supervisor about things that concern 
y o u ........................................ .........
(9) You have much say and influence over things that 
concern your work ( score to be reversed )...........
(10) It is easy to get your suggestions about your work 
across to your supervisor ( score to be reversed ).
(11) You Ignore almost everything about important 
decisions..........................................
TYPE A & B BEHAVIOUR PATTERN ( TABP1 TO TABP15)
Now, think about yourself, not necessarily at work, but also outside 
work ( your daily life ): How do you behave, talk, walk, eat, etc..? Of 
course, every one has his own conduct that differs more or less from others.
2-68
2-69
2-70
2-71
2-72
2-73
2-74
2-75
2-76
2-77
2-78
For example: one may find his actions like eating, talking or walking 
generally slow. Another person may see his action as quick. There is 
nothing wrong of being slow or quick in our actions. Here, are a few 
statements about people behaviour. Would you tell me whether each of the 
following statements is true of you or not. Please try to answer as quickly 
as possible.
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( CONTINUED )
Response categories
- Yes, that is true of you.
- No, that is not true of you.
(l) You usually arrive late at appointments. ( B ).............( ) 3-1
(2) You usually hurry a speaker to the point or interrupt him
( A )...................................................... ( ) 3-2
(3) You are usually fast in doing things ( walking, eating,
reparing, etc..) ( A ).................................... ( ) 3-3
(4) You are usually easily upset when you are kept waiting
( friends, bus, doctor, etc...) ( A ) ....................... ( ) 3-4
(5) You usually do two things at the same time like talking
while eating, doing another thing while watching TV, etc....
( A )...................................................... ( ) 3-5
(6) When you get angry, people around you usually know easily
that ( shouting, slam a door, throw things, etc...). ( A )..( ) 3-6
(7) You usually care too much about what people may think of .
you . ( A ) ........................................ ...... ( ) 3-7
(8) You usually set deadlines for yourself when doing things at
home or at work. ( A ) .................................... ( ) 3-8
(9) You usually see yourself a relaxed and easy-going person
( B )...................................................... ( ) 3-9
(10) When you make an anpointment you usually arrive on time.
( A ).................................... ................ ( ) 3-10
(11) You are usually slow in doing things ( w'alking, eating,
talking, etc...). ( B )................................... ( ) 3-11
(12) You usually do not mind being kept waiting ( e.g. bus,
doctor, friends, etc..). ( B )............................ ( ) 3-12
(13) You usually do not care about what others might think of
you when you want to do something. ( B )..................( ) 3-13
(14) You usually feel you are a hard-driving in doing the things
you wrant. ( A )........................................... ( ) 3-14
(15) You usually take things too seriously however trivial they
may be. ( A )............................................. ( ) 3-15
■9
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Once again, I would like to know ycur opinions about general things 
of life. There are no wrong or right answers. Let's have an example:
"Do you believe a kid can usually be whatever he wants to be when he grows up 7 
Some people may agree with it, some others may disagree with it. Shall we say 
the first group of people is right and the second group of people is wrong? : 
No, there is no right or wrong answer. There is no good or bad idea. The only 
difference it makes is that people are not alike. Everyone has his own way of 
thinking, his own opinion about sane aspects of life.
Here are some statements about some aspects of life in general. I would 
like you to tell me whether you agree or disagree with each statement. If you 
want me to repeat a question please do so.
LOCUS OF CONTROL ( LC1 TO LC11 )
Response categories
- Yes, I agree.
- No, I disagree.
(1) Some people seem b o m  to fail while others seem born for 
success no matter what they do. ( external )............
(2) If things start out well in the morning, it is going to be 
a good day no matter what you do. (external)............ ;
(3) There are some habits such as smoking, drinking too much 
coffee, etc. .. that you would like to break with but you 
cannot, (external)....................................
(4) When things go wrong, they happen because of your 
misbehaviour aid not because of bad luck. ( internal )...
(5) A kid can usually be whatever he wants to be when he grows 
up. (internal)...........................................
(6) A person who succeed in his career is more lucky than 
others, (external).......................................
(7) Usually, bad things happen to you because of others 
mistakes (external)...... ................................
(8) Success in dealing with people depends on the mood of 
people one deals with aid not because of one's influence 
on them. (external)......................................
(9) Plaining ahead is a waste of time because sanething 
always turns up that causes you to change your plans.
(external)...............................................
(10) One can make people ( e.g. friends, co-workersaid 
relatives ) like or dislike him, as he intends to.
(internal)...............................................
(11) You make your own decision, or act, regardless of what 
other people may think or say (internal)................
3-18
3-19
3-20
3-21
3-22
3-23
3-24
3-25
3-26
3-27
3-23
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SELF-ESTEEM ( SE1 TO SE9 )
Let's now change a little bit the subject. I'm going to read some 
statements that describe how people see themselves on their job. When you 
think about yourself, how true is each statement of you.
Remember there are no right or wrong answers. Please, answer" as quickly as 
you can, it is your first impressions that are most important.
Response categories Normal score Reverse score
- Completely true.
- Quite true.
- Half true half not,
- Slightly true.
- Not at all true.
( 5 ) 
( 4 ) 
( 3 ) 
( 2 ) 
( 1 )
( 1 ) 
( 2 ) 
( 3 ) 
( 4 ) 
( 5 )
(1) You have the feeling that you can do everything well.........
(2) You usually feel afraid and tense when you have to talk
in front of a group ( score to be reversed ).....................
(3) There are a lot of things about yourself you would change 
if you could (score to be reversed )...............................
(4) You usually, lee I comfortable when you start a conversation 
with people you do not know before.................................
(5) When you talk in front of a group of people, you usually 
feel pleased with your performance ( good speech )............
(6 ) When people say nice things about you, you find it difficult 
to believe they are sincere ( score to be reversed ).........
(7) You usually have the feeling that people do not like to
be with you ( score to be reversed )...............................
(8 ) Considering your work and social life, you think you are
a successful person.....................................................
(9) You usually have the feeling that there is nothing you can 
do well ( score to be reversed )............. ......................
3-31
3-32
3-33
3-34
3-35
3-36
3-37
3-38
3-39
COPING STRATEGIES ( Cl TO C35 )
Problems often come up, at work, that involve your work, yourself and 
your relationships with others. Workers when faced with p r o b le m s ,difficulties, 
etc... at work, usually think, feel, and behave in their own ways. There is 
nothing wrong about having our own way of looking at things and respond
9( CONTINUED )
differently from others to the problems we experience. I would like you 
to tell me how often you have thought or behave in the way described by the 
following statements, when you have experienced problems, difficulties, 
painful experiences at work.
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Response categories
- Always.
- Often.
- Sometimes.
- Rarely.
- Never.
Scoring 
( 5 )
( 4 )
( 3 )
( 2 )
( 1 )
You talk about your problems and difficulties of work with.V
You try to underst and what goes wrong.................
You seek the help of others at work...................
You put a lot of humour and jokes in your conversation 
with your workmates...................................
You remind yourself that error is human. 
You seek the help of God...............
You leave the matter to time, it may be solved sometimes 
in the future................................... ........
You become more engaged in the out-of-work activities: 
watching T.V. , tinkering, etc............................
You direct your tension, anger, irritation, caused by work 
problems, towards other persons, or objects................
(1 
(2 
(3 
(4
(5 
(6 
(7
(8
(9
(10 
(11
(12 
(13
(14
(15 
(16 
(17
(18
(19) You set priorities among problems: Which should be tackled 
first, which second, etc..................................
(20) You cannot help bringing your work worries home...........
your
You try to explain your difficulties to your superiors.. .
You get more involved with your children, wife, parents, 
relatives and friends................................. .
You engage in more and more prayer.
You "tell yourself" that for everything bad there is also 
something good...........................................
You remind yourself of your limitations: what you can do 
and what you cannot do..................................
Planning not to go to work the day after.......
You look at your conduct, what is wrong with it.
You look for an intermediate solution to the problem, with 
people concerned..........................................
You work harder and harder
family.3-42
3-43
3-44
3-45
3-46
3-47
3-48
3-49
3-50
3-51
3-52
3-53
3-54
3-55
3-56
3-57
3-58
3-59
3-60
3-61
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( CONTINUED )
(22;
(23
(24
(25
(25
(27
(28
(29
(30
(31
(32
(33
(34;
(21)
(35)
When problems accumulate, you think of quitting this factory to 
another one.................................................
You do nothing about it....................................
You make sure that people are aware you are doing your best..
You think more and more about religion and God, when in 
difficulties.......................................... ......
You try to bring your feelings into the open................
You tend not to take day-to-day problems of work seriously. . .
You try to remember how other workers in a situation like 
yours, handle the problems..................................
You discuss the matter with the individuals concerned with 
the problem...............................................
You discuss frankly with your supervisor the things that 
bother you................................................
You read or listen to Koran or religious talks..............
You try to learn your work more and more....................
You face or confront the persons with whom you have problems.
You reassure yourself that everything will be ,alT right.....
You set aside a certain time during the evenings and at 
weekends when you do anything that is not related to work...
You leave you work area and go somewhere until you feel 
c a l m ........................................................
3-62
3-63
3-64
3-65-.
3-66
3-67
3-68
3-69
3-70
3-71
3-72
3-73
3-74
3-75
3-76
495
! d__________ la j> M __a
.d—— 1^/ d d _ ------- :>-—J —, | *j I------- .—i_I --------------j—*—‘ d^^Ux  ^ I I a  I /  I ■ . -*9—I I j  U —C J
 9   30  ^— -a__ II J  I * _ a J  I ^ a  I ^  I  < C U — ^ _ < J I  A,— ttuC ^ a — 1 d_______9j H  J l  d = - j i a  II
L_9 I S------------------------------ II Cj3j—±*4"' Cj  ! I J I  ^ (b~— d l_wV I i-U I tt j  jJ  1
l^_TO c dUJJj c d--- x^j 1 d--- K—l_l l^ j —>■ c^.—& I t_,—i xaj ^  I ^ ^ —1 ^UU-, 1
S' 0- y
. I t t ^ L u J l  TuUJL, J l _ o l  0 I . . . a  - , J l  a  a tt< — o j  ^  II C I O  O.C l CLx— > ^ J |  d Uj_C C t t  1. . I j  I joJ
j* c
(  d _ v /_ i_ L > a 7 l_ v  1 ) ^ y JU o  J l  l_ - t_ tt .^ , 'l iI  (_ y x o  c m —' <Cj-i_,Ux0j j^_Ls_o-!I d J a l^ o - a - ,  ca-s_Uxo! ^ a
. d  J3j _ _ r J  I__d__a _ = » j - J  1 l i D a  ^ 3  I  a—attftvlcb t <1---- I j l J I  d :> _ g J J  I—» ^ 1  ^CLoJ 1 J  —l l q j  1 J
<5_________________ I du_R_JU \~J 6 jj—kO ^ j^ao ^^ Juiuw pvA C 0 ~ ^  l 9—^  Jl_jJJ
 ^.■.o-SlJ 1 d -qow—J  I j L i / t f  j j y J l  0 L U J !  * 4 _ J c c J  I H J j  < d o - j j L J  i I j _ i a a  I
d___________________/- .?  1 J !_ , , 1 l _ j_ . l t t . t u J  I d jc j  o  C I O — t t l c  I d l j — :>_^ J  I C t t H j l J l a J i  Q  J  «  =ttL&J H
. 1 0.^1 a II
a  «,Jl d r f 9a_JI 0 W +i -I
DIALECT VERSION OF THE PIIjOT STUDY QUESTIONNAIRE
496
_oO------------- o
. I ^ I y d o I ji iJ  I £ loo I l - x j  1.— I _lc co—=*_> j _i ji ; >—i ! i Ja I ; l
**■ + i
 Ui SJty < £ _ , l^ t o  ^ 5  « 4_a '/. toJ l ^ _ ___ UI
A I-------------uj-q--^---- &o---------us 6/+^— j j —-—x j—> 4 4—
_oO—=J I —9 Cj
x I- 7 I ^ I ' I Q I Q_5lJ | l~9—»-----JtU I 4  —UJ £ J------<AU<U 1 ^  J-J I j3  _9 [0<-j  j ' f. O ' !
Q- -<l^oJI^ J -uxp'.luJI-/ Ij—oO—<   JJ/< £-l—0_xV1 ^1—lid I d oljL_>Jl j^Aivg—. ^ UI
^-----2 1 j)J 1 1 -c_5 (P—rfaJ~N° ^ ^  1 —^& jjO I—& I o_oJ_>v_» ^  U I j  t d a I O kJ I d I ft> j  I") , -I, I
dl___ ft> j^-9 jJ_9 I fib___k J CdVf j)____ *u <-?.] ll JJU I L.J d L d j/llk l j^j—J I  t d oJi iJI ^I_ZJ|
. £ l - t o I  9 l.kdO t o  >1 x f M UI ^_...----- i—a----9j ( A_totoaJ to i^<i> _^9 )  -aoJ I
?*■  ,,,t7*jD j 1^ -.»> » +y  I I wO C ill--— J S*  jSbl ji) I -^----vfa 1 j  ^ j ^ . J  I  ^ j^____ ucJ 1.■ ■.wr*. 17 ). *^.7 I vxQ ( I . I . ■ . ■ A—J ^  ,1 y! 1 —/ 
O j > -  I j j  Q  5  < Q  I z>- j — .  - J  _ L c  c ^ ---------- )—. -9 <—  ^I ^ 2 ;  7^4x3  i— x I a  —. _  _r~- c ^ ^  . .  i a  < . I a
<7-------------- o v X ^ J l   >• I ^ J ------------- $  ( d  I j  j  J i ------------------------ J 6  1 p  o ^ - x  I - 3 —U  j )
,  el x x „L 5 L d!— L\_. 'j Z j  i ( ,. —«.m—/ q I.—_iSu .j—- ijJLu [ - .x—11_^—*.■ J I ^  I i dl___.f j>_i
.  ^51  ft)  <  I J  5 ^5---------9 -----------=>lA>-l L die l_OJ I ^_____^  Vl
j i-U> I *—ij---- o  ^ ------- k- S V^  t JI p j— m —ci dU— ',s < lo—p U J U
* <5------1 J-- 3 4 4 0  ^^ ^
!
497
J  <—9jjj-----Ljj <1-------
l I <5 0—& 3 00 l~< I ^ -2* 3 < 1Z tlL) <5—J^ _9 I j  I £ tjiJ  5 llin®wV^- ^  b  llLJ UoA _.< I j
, UJLUoJfe {f t i  r ilfe ^ fe J . 5__SUo^ . ^ 0  II i__,| a^>JI J  l _ 0 l i o
( 1 )  ^0  J  <5—9lJa_.
b O
1
3
3
1
5
3
1
5
3
1
l^ kj>Jl < 0^ #-J I t I J  I_u3 t X X  rfo_n~^ 5  63  ^ O !*^ ®J 1   (1)
.  ^3 ‘  ^ I * I_$_j  ^I <j 5- 1_^dY I
. . . . . . . . . . . .  ? iilD-=-1 j  ^0 5^/i S.
. . . . . . . . . . . .  ? ^  f t u  6 J ^ \  J  jjlX®0^ >- JS
.....*.:9 u—9!y J!_. & js.I  ^ d0o0^ >- ^
* Lfe^ .? ^ ------------ 0o0n> _  (2)
? 4___I t________ 9 I J ^ j  jjudA ^
* ? t!L~0=>v-*aJ I jj.cS
. ? <J in^ cj I . f t c J i k^-
0 “ 3 (3)
. . . . .  S <— 9 1 g— j  1— g—L®0 dlolL>- &
. . . . . . .  ? A s y S  l_g—J ®D liblte- *
? ( l-g-~< I_0—Lc0j l_®
Al,- (4)l r '3
7 uil fe cs &
U Sc
. I.—4—0 d u  0~>-  ^3 — ( -5 )
. . . .  ? l~_9 I y J ( 000 I I ) 00 I 0L.<.»d 7 5R
   ? 001 j  o 0010_^ k>7 «
. * . * * . . « » . . .  7 0010 ....A?
498
<1, . . . . — .—   a J  I .................. .  —J  I y — — ——.— ...9  I y  i i i . .%  . . . . I  I
□  ^ 0 - 6 0  J  \* y M, J U . (  d b d d  )  d h _ « a i k  ^ J -L c  d L J f  l 7 _ i l
!^ y 0  — ---------------------------i l  I ^^^0 (  J i a ,  ) U—jjJ L j  ^ 0  1! 1 —2—i l  !—g_ft-, j l —I L i L   U  I
. cl ------- —_1&X —... ..9 <5_____________ Jj-jjCj
( 1 ) f t  J d 9 lift
499
j j a - Jl *
—-I-J « dDaJ 1_JlA j dLL&a ^ 9 ^ jkl d—.■=>. I_2-* ^ — II ,J_axal < “Uyb Ja__a ax
. <4 he a d .<q_sCi ^ a  II c^ yCxJI l M j  <ya II i . IjoJI j
( 1 ) j  f— <i—sLH,
? cxsjJI ^ a  dixoak rfofa ^yoU i—U JU  ^a_ka dJLao^ , d^ o _ ([))
13 ( 1 )
13 ( 2 )
13 ( 3 )
13 ( 4 )
13 { 5 )
TjloJI  f;J UJ ^ J_o 1_AO LU*U
14 ( 1 )
14 ( 2 )
.14 ( 3 )
14 ( 4 )
14 ( 5 )
S dUaaS- ^a Ao 1 j  CXaj
15 ( 1 )
15 ( 2 )
15 ( 3 )
15 ( 4 )
15 ( 5 )
16 ( 1 )
16 ( 2 )
16 ( 3 )
16 ( 4 )
16 ( 5 )
J- L9 *
djj_iJI *
i dlaxa iOj !Jj _^JUI d_oaoJI dja d^_o J !_>aa (JO)
Aj 0 «
J _ -----------_ J a  X-
cal ,_____ « *
dj_____ xUI x-
-  (11)
A J - G  X
J X
JJJI X
a x
oj lliXaa_4- dJL)l_a_dj_a J  lottu _ (12
  ^ x
dj aJJI %
a._. I a X
'9
500
fe'
.  ^ cI------------- O-.JJ J3-
U"
—a L. fe LsDD d
V J l  y
1______G> I j___9 I
J  S .  d L
f e - .  ^  f e f e  J U ^ — ^  J _ S ^  < d L
 lc <v J-1 : l?J_
-*-* Ofe 
_JI T 'r
u-
^ J l  I.
d _ J I
-g-^ > j
dJ Lo-C ___°
fe-
_,_n0 (_J0
(1 ) j -- 3# i
501
J-£  9-9 l < a  d i -------- Ji-------------------  0 '<3 j -------- o q ------a J  1 ^ .____Xi _  ( 1 5 )
9502
_J!
u-
 d  V I Cd 1 I *" p j J  I (5^3 I J* jJ-UX (_]U < dU-6-C y^_9 ^  jj> -  I <i_>- I _> | 1 Q..d  ___
 - <_j_> ^ _______ U I <__> I j)_.______ _ = J I I, g—<-0 J  I-11-id Cd l_« i ^ y J__o-i- 5 ; 
, dl L-e cs 9 d < d  ( J J lJ I
( 1  ) ^---- 9^ J d-----9 I Ja_x
V  J
•Ii
dJi
23
25
25
'25
25
2 6-. 
26 
26 
26 
26
. J  1 dU_Lc L_j.—r> 1 j  ^  U I  j I ty^A j  l i ld o d d  I _J
S ( d_______ 7>jZ5 1 J  ) d________ l_j I_>
(17)
dj t  UI <_JIy , &
d ,______ d_Ul &
±> d-o *
L9 *
V *
pd  UI « 9 I
i U i  *
+do 5K-
V *
^jj l-$--U^  < 2~LU-x, ^  ^ j-j~> ^ 13 i/"' d)j^ _a-g_9-j ^3 — (19 )
_ t o d j i  .3____ \____df- 4
503
27
27
27
27
27
28 ( 1
28 ( 2
28 ( 3
28 ( 4
28 ( 5
........................................    A---- j -„ f e b l  &
. . . . . . . . . . . . . . . . . . . . . . .  JL_ —w^feo )£
---------------  J----
 , ,      ~i *
J J l  '<iju,0jbl 001^1 j j J I  d l ^ - c J - s f t  -  (20
7 d l ----------------lj>-0------------3- ^— g O  y-d l -----
.....................................................................   i  f t  b  1 < _ i I \  j *
. . .  . . . . . . . . .  . ____________  f t ___________________ i b l  »
. . . . . . . . . . . . . . . . . .  Ja «/jdlo SS
........................... J -b *
  I  *
............................................................  '<3^ _i b l  u i ! > ___j %
-X lj 0 J!
J  bjj dJ 0 o 0 _ fe  ^Ifeftl ^ — b  dl— _ d  IJ — s i  ( £ jt f e b  Lf '~!3 ’“fe  °--- 0
rO.rO  0OO 0 0  1 t________ GJ -O— 0 0  1 j ---- 0 I jr.-------- LOrO ^ j _ .  J +  ( ( > A J 0 l 5  !_o ^
^  L  1 f e  1 , I y o  J  jTj -OrJO I   1 GO I -0 j>j—-*0.r0 ^ . . S  < —-Or.O d i  g _ J0  1 £~-.
<J______________________ O U  d l ___! O o  I  ___LI I f  ^ _ . ' L )  1 ^ J 0  1 ^  0 ---------f e f e  Q ------------- b  i  1..  .......uou=J I J ---------
uA-------- -rj1— ° h  J r
9504
C
31
31
31
31
31
32 
32 
32 
3 2 
32
33
33
33
33
33
34 
3 4 
34 
34 
34
— - J - o  ^ a — U j  a — >  I j  (w^ a j> o  I a  I—* c j h <^5-9 uA W — (21 )
• L__»aPj_a q j U j
 _______________________    p.______d y a J J  I x
. . . . .  ( ( y x o  c a  1  < j> ~ c o  c a  I j _o x
   J _ J a  X
.  U ^ a t t w a  ^ y J l l o  ,Jj (  c a _ s t_ U )  ) CUyS y  _  ( 2 2 )
• » • * * * * « • « • « • • * « • « * » «  & y jS s .J I ^
« • • • • * [ ±^ ^  j -^wA_>%>k5 ulb IJ o &
• ’   U~t 3 (J—rd3 *
U  ^I &—-K—Up ^ —U I l—J  I ^ i. lu-t I A yTS-} I ( 23)
 .........................................................................................   ^ _ - p v O  '&
**««*«•«»•««••*  d y / J J I  X
♦ * ♦ « « ( y^*a~o ulla 1 j j i  ) _^>.G>vO uj f! y i  ^
*• •»«•»*•♦♦•  4 * * ♦ * jryj !>v-*ad3 {ffrd j) ^
 ♦ ♦ ♦   *
A \^Sb £_LUl} 1-0 ^  I J I--vAj2.il} ^  I J dl>jj u i C-AA _ ( 24)
O -------------
» • V^». -I aDvU) /k
 ..........   » 4 » £2__6 ySi-3 I ^
* f ( L-lla I yP ) (ff~—l/>vJ A—> 1 ^
« « • » * 4 t • t « » « « » t t » t ^
• ^v.^ .^ ..w O o 4
505
( £ J  d )
( l_dU )___________ —LL+ d . .■> I ^  q -u jq j  I o I__& 0 ___9 _  ( 25)
35 ( 5 ) ...............
35 ( 4 )
35 ( 3 ) ( Ot f L—1 1 ---- O j J  Cd 1 ^ -0 X'
35 ( 2 )
3 5 ( 1 )
J1
LqJI coL^rtty J3LUJI tore Jl_tol j ^ \ 3 o-vti-R s^ -JJl to'Uo__JI
I----,— O—° t i  *—11------4 2—?’ —-0-5* —__x 13 QUn UJ Q-—UJ < c—_g_U-£ s
(JdL-JI < —dJ i ^d._II L_J
'<> _,x..rt.*JI olj^Vl
( 5 )
( 4 )
( 3 )
( 4 ) 
( 1 )
2 ^ d l t o l
( 1 ) 
( 2 ) 
( 3 ) 
( 4 ) 
( 5 )
Jlj^O  l^ o jUsS*
 LJ I jaCL; J^-J-i-9
t o  UIi I-‘ I j-©
 UI ■pUUJl
JJI , 1 d
1 ) J^9j <15 l-L_,
k ;  dJ d i* -r t_  (1 )
506
3 9
4 0
4 1
4 2
4 3
4 4 ( )
" j -■—0 5—9 I .-o i-o3_0 L. 1 *> j j j yrrOrj .—. ( 2 ]
1—9-  ■ C j —, y Jj-9^_o_o—► dL o—L>oo d l-0 0  0 -2 ’- — ( 3  )
. . . . . . .  ^  0  -& y^ rS- ^ y yJ> I  < L o d >  -^^ 3 lp i 3 '  f )  1 3  y l  d l — j j o l r  — ( 4  )
. . .  j _ o - U  1 ^^-9 0  I B j  I d l —i—Lc j^ ^ o o lx o  J  (ft 50*^ ^3 0-S*J 1 j 3  I-co-0 — (  5  )
. . . . . . . . .  ^  1—X-ko  I i i ) 0 — o£ ^ # ^ 0  ^ ______________ —oJLo #^000 yl\o  j  j __ ( (5 )
, . . .  .  j  1 j J I  ^_y0 *— b J  L  J - f e d  <i— o 0 f e J  I ^ I l j I  J 3  ! - A o J  I _  (  7  )
0__ 0__ b 'l
J  l-__  — -O-H-J 1 ^  U  1 1 1 a 0-00-0 d l b - C  |3 & l >  I  £  . 1 J   U  I d l b  1 p J  ... 1 I
_^5---------- 9 I—ar£  * 0 —C jP  C.S~^  '—‘ i_J—61—0-° —®>0—ft I_b  d_‘ I y__o.o^s..o (^ >-0-0
,  ^ 1—1 1 00—1 1 <i—-9—<.9 *>- ,--o—00 ^ y 0——1 ! <-—j I J 1 t—. 1 —o I [ #0_o—»* . 1 _J 1 1 ~o 1 (  ^n . 1_uoj 1
i .odbJI o l b ^ ' l  A__ O0l_bl a  \yp \  6___________________ C01-03
( 5  ) (  1  )  S , ____o l_s_________i f e
(  4  )  (  2  )  J _________________
( 3  ) (  3  )   o
(  2  ) (  4  )  I , ________ _______i b l
( 1  ) (  5  ) 1________________ 0.10
Q(1) Ulrt
507
4 7  (  ) , . . . , ?  J U— 1 1—3 j  —_ > d l — (_/>j— =Cj ---- d j -a  ^ —-a J  1_>____ u, _  (  1  )
JO 5 o '  0vxx„e>d 6j-0 ^ -----a J !_ s d  -  (2 )
4 8  ( )    ?  d ) l d _ 3 r t
d i  «J>d l_o <  1_SLo d l — L d ° - ^  t o  0~~° Jl^>—d i  -  ( 3 )
4  9  (  )    <• a _ _ t o  V  t o / V
^  —^' j** ^ l - >  Ld"*— ~>v_j *7 j — o — o j  l-j>_-u j   ( 4 )
5 0  (    s  (  0 > J I
0 ~ n t o "  V- 3 > - x d d  i j _ o  O - ^  J  ' - t o -  _ ( 5  )
4-od-i—11 -^9 J-p —^g-odOd Cdd3 to-11____'IjfaJ
5 1  (  )   ’ (  o t o "  c / t o '  )
lJ 1 —9 Odd q  d ^ _a J  □  d „ { 6 )
5 2  (  )     ? 1 d — ft. ^ j -j j j J  d i e  I d d  I
wL~-CcCJt-> *-3 1-9 I  ^ i l l   ^ _^3 <-*uL-J d j  --Q . H -/> J  1 - N>- X-, (  7  )
o 3  (  ) • * * • S (   ^ 0 ' u~X~S*~7? )  ^  ^ V._5“^ Itoco  ijJvJ----'xS- ^  j SiaS
l i L - j w  ^  U I  d l  . ( J  ij _ o  J l ^ — d . — (  8  )
5 4  (  }   3
-^l__—j I T>J 1 j  iLLi>- ^  j  l—S —uKA.X-j dj-u, J  l^ -__d _ ( 9 )
d a d --------------------- i J  I ^ — 9 J — x_9 -^j— a d L o - S - d  i l d d  1 3  ^  U  I
( )  * ♦ *.................... • ( o3°~" o '-'—t o x )
^j-u. > d  6 j  a q  a Jl^-  d  _  ( 1 0 )
5 6  ( ) .................. t o  0 t o '  t t o t o  ) (  ** t o  A t o - , l _ _ a  )
9508
Jl
'Jl Jl
( 5 
( 4 
{ 3 
( 2 
( 1
( 1 )
<5
5 9 ( )•
6 0 ( )
6 1 ( )
6 2 ( )
6 3 ( )
6 4 ( )
6 5 ( )
6 6 (
6 7 ( )
68 :( )
6 9 ( )
7 0 (
------
j  ' j ----------°
-■Aj ^_,j J —A 9
I J  X ! 1
I g-Aa
 .........................   I ( 6 S I J a / J  I i £ j  o J  I
 ----------- ifJ-----£ l/lj I ^.^jJj d__oJ j>J 1   ( 2 )
 ..................  0 _____LiLaJ I £ i.aa I U a J j  I _  ( 3 )
* • * Oc/ji-ll —9 I—g.oa—=^ j 0—U! H abJl _ (4 ) 
. . . dla Vc ^jJJ 1 ( d_.j la 'j la ) d^oaoJ I _ ( 5 )
, . . . d_J>yxJI ^ a l —& l_s—9 diclaal J  lia_^uJI _ (6 ) 
^axcx, c jv . ' j j J  4 1 j  — 1 3 1 ( . y A l a _ J  ) < L J L » j L J l  _  ( 7 )
.  . .  .  .  d l X o a b -  ^ g_a ^y—I—I ^ —— • I j _ > J I  , ^ y J a  d l j o J j i —i j y c , l a . . J j  J l — — ( 9  )
. . . . . . . . . . . .  j c I aa 1 d o I a  iJJ j  , , . a _ .  la_J v_a I <xJ I _  (10)
j5> jJ. Uj. i •->• • I j  hjl) I ^ < I j_=J  9 lilj jj l__X_> ^ yJJ I d jj I iXaJ I _ ( 1 1 )
...........................  fjL?a_ y^_UI u l^_jJt _ (12)
v509
o J l  i. o_9_J 1 U °'j~ t i \
5 J U  J 5  J L ^ J I  ^ _ J J l  d ^ J I  f t s c \  J i L b  d l J / i l  ^ \ y  
j -  A Vjj t 0_o ! J —a t <5^#ib ! ( 6 j—a ^—g-o V-—<_o,toJ> j  ^  J ji-9_o K_1oo ! Cj
( 2 ) p-S7 d_9 l-bo
O'33VI
(  4  )
( 3 )
( 2 ) 
(  1  )
3 VI re L d ,
j — a , J 5
> d J l
'h  0
1
2
3
4
5
6
7
8 
9
10
11
12
1 3
1 4
7 o^-O—L® ^ #000-9^-0 L .9... .9 yOuSj V 9_0-oi.J Lo +-"’-ft
_. ^joo L fe j j  g L l b  i _ L >  viL-i
j  U ‘
y L  I —ooj d-Lo 1 j   ^I ( oo 1 j J  1 3 ^
<i L loJ I dLJLe V^lo-oL
^ 0 o « _ J  f t )  d > o 0  d_=-
I J I k-S~^  0_3 o^L>J I —j
4.5—/2j> 4-> ld> 1 ^  1^  d  1 £ J) ^.Lr
( , J j 0  < d L J L i bo
d l y J L  f t o l ^ J I u " '3  “
,^ 0 j  I dL^.
« * • d l—9 j o S  y  d i d  L o  ^ —J J  1 ^  1 0>_11 ^  9  —, I I y o  y f x S  .
.........................  ( 3 0 ^  d* )
I d>j-j £—g—/ d_9— I d9^ _5i_/ ^^ JL) I d.Lvift I _
■ ...................................................................................................  ’ y - —
0 I 3~^3 '3 /-ft" J  6  9 yk>---ouj l_o 3 ~
._ (11 
-  (2 )
-  ( 3 )
-  ( 4 )
-  (5 )
-  (6)
-  ( 7 )
- (8 ) 
( 9 )
(10 )
(11)
(12)
( 1 3 )
( 1 4 )
510
( . . )  L - i  .  J  •; . J l
i—9— 1! ^  1 j  d J L c ix ^ q  I y S Ljs-aAocJ I cj d J  1 d— o I A i - J  I I < j — f A  i 1 3 — ( i )
T I A L ^ v tJ  I Hd I Ai%_J I ( j j   ^  ^3 A q>  ^ - 9  _) ’“>" ^   ^ ( y ^ ^
^yxS3yj iwO uA+q 1 Cj { yoAjA—» *-*j5 j}-0A-Xj ^ —U I £^ _*xJ I—> dJjJ^ —o i  jjA I ( )^.<a I j  {JT  ^ lj"^    ( 2 )
? i-oAiJ I  ^ L— ^  O  ^ J—0 ^ 3 ^  Aiji ^.Ic
S t—9 I j —f ?X-/13 tLo Aj>J I dJ AA_c j .-/ A 1 \^ yj ^ ^  ^ —J ui^  — ( 3 )
A^_*_J 1 d_^9 U^>o_5iJ | l.^ o^  ( j^.<JAw»-oi l^ o kJJ J  I <i_oAj>J 1 y^_/A _^>A i {s>Fc/ ^ u_5~^ — ( 4 )
*? A A  I JL_oq.*3^ ^  l^AVA I } A -J i <Ly9 j  d i l J c x A J l ^  £ j i i d  I <lJ_9 d ^ - y ^ s J l  dA |q>v*x/ i
 ^ uLIiAoAlg> —LJ I T^”-'  ^  ^ u5—^ l) 1 l~&—*3 yjZTsj^ yy>^ IwO—*3 -^»A 1  ^3 \y_  ^ ui-^     ( A }
( ®wO-J I ~o A^zX-LftJ  I ) d ^\<xJ-G>vJ I  ^I»_*—> I I «Atc*a d J  A—S- 3^a_-3 yj A 1 \^ y^  ^ 3 *sA~^ *““ (  ^)
(  y >  I A A l A ^ j ^ J  ^ _ 9  d,lAusAA> 1 ^ —LJ 1 I ^  IA.A I d__ao_> 1 J o
9511
J3-
o~
1 1
—9 dl—dad—>■ j^dxpdxjj dUxid j^JJ I J31dla j  1 j.\ Ax Q 1—> Q3 y^-U 
- + H U  ‘ O  / t o  t o  / ' ------^  0 3  ^  3 /  J  J n r t  r t ' j  t o ' - 51 t o  .9
 o-U J  _xd 1 j  (y  J—od <j lad & J  o —o J  l_=--- d ^ ---- ! j^ 9d dl—la <_. Up I < Cd__d I
. dl -J-C p ftilydl  _x!j ^  Ui ClxV 1 P y .UI LS 9
o ' l t o '  ‘1____^ _____ to ll Cx 1.
( 5 ) 1 —a x 1 d
( 4 ) to--------------- ... ..............1  UI
(  3  ) l_"x 1 j ----------------------o
( 2  ) J - - ....  . #.1*4
( 1 ) to—---------- . ••-
(2 ) < 5 j 25 H -
1 7  (  ) ......................................... «l " k u  2 ~ O <3—a  d — i j  I J 3 __d a  ^  9 a K  **.**. _
18 ( ) * ♦ * ♦ (  I to—gto ) .^lltoto dLtoj* 0L5 LtoJ i l-o _
^Jfato C 6 -J-B )-fa to ! V-^ ----- U I ^to*4_j I ^Jq>vfa _
19 ( ) . * * . ♦.............................  I—gJ,fai ^ JJI Iq-L-^
<•— -» I ^J»£ 6 tofa l_0^ — £^totoJ» j^xUJ-Xj —
20 ( )   (u_i l _j_j I <p i^faJLc
21 (  )  * « • * • » * * « • •  j l  to. . 1-1 A _ o to q > J  I -^«*xO ^jdufatofa l-o
22 ( ) ............*...............♦ ♦ , . * !  jjJL I Jito^  J^ LtotooJ I <3 > I <p -
*3..„,oU—x.inJ I ^-fa |U5)to ^ JJ  I I I 1—5 I i 4 r J^0-fa —_
2 3 ( )  a ----t o  J31-1- dJdc-ie 0 1 U
(1)
(2)
( 3 )
( 4 )
( 5 )
(6 ) 
( 7 )
2 4
2 5
2 6
2 7
2 8
2 9
3 0
3 1
3  2
3 3
3 4
3 5
3 6
3 7
512
( di^*3 ^  I d d  I l*duo_J J  l d >«—t ^ £ ^ S d  I v/ico d l  1j 1 I ^  L_9^*.«__
..................................................*   0 ~ L U  d L j I b ^ o  j L y ;
• »••♦« d > |d>- ^d-> jA -kl) 1-0 p I 1-0  d-O—U —.cul)—Ajull
 1 I 1 1—- J  1 I d  1«a<aoJ  I ^ 1 - 9  ^ £ ^ 2 9 d  -
«**« ' *»«• • • *• • •  • »• • ♦•  lij  J A 1 Ab  ^I — -xio-J 1 x^_g—UUjl
i l l  l— h j / ' OJ Nj  -
* • • * ♦ • » « * « * * +  i —g—t ld> J 5  I chu./0-J I L d 1-dSLC ^49—d  _
o ^ ^
d l  l-JLo J  i~cfes j I C j j J i d  I l-o  1-AVoJ I Vjd'' l^3 -
d l- / I t  d ., > .0 —)_o l —J  1 j  1-0 
1 1 j5 d k l o  vXgh ^ - 9  J i d l o  ^— S'-rf-9 (_$—■LI 1 I ^ > J  ^ - 9  — G d— -'^-l—1) _
--------------------------------Lfe---- O^ g_-oA0 L liL®0fe ^
a  d u  t ^^_1_J 1 ^ . _ d J  1 j  t d l ^ —> u9^dd d l a  ^ j v - u . - u  !-o -
t « » » « * * »  « O - ^ ^_J-  ^l-<llo d l  J>—Je£ ^ ^ —S d  1— o-J <J :> 1 vA— II
^  i  d l ^ d  d -O w \-> J! ^ 9  ^ | _ ,  ^ 1  ^ v * d d  .
d ^ J U  f L _ / V l
1— ucfl dlvJi  —*S- d d b  lfe> ^  1 I I ^ a> J  I ^--0.<oUd .
C .0— j 1 3  I, a -cS  iy  t j y l j  A 0 0 — > J  I Q 3  I cu-o .
* i t » . * t » . * t f  <i Lo i—s^ —J 11 j  1 0J I  3 3 1 .. .I® #^0 1— g —> 0 0  I— o—cS
■ft <0-*-'' (£~0 ^  >~b I (_#3-p icAy3~:~~~‘ 331— 51I0—et (X3—6_Z . 
. . .  l i l o  0  I -Cb 33 1-<0o3 1 i _,a <0  >  1 -0 0 ^  f i l l  > o < 0  1j ___ O00
--------- -JjJ-1 33 I -cceo I 6 00-t 'l 0—i i 33 lL:> q J  3 yi--—’ -
00 A ^  i o  005
* * *-------------------  £-- -Ao 0---S f t  ^ --R_co .
-  (8 )
-  ( 9 )  
(10)
(11 )
(12)
( 1 3 )
( 1 4 )
( 1 5 )
( 1 6 )
( 1 7 )  
. ( 1 8 )
• ( 1 9 )
. ( 20)
. (21)
4 0 '  ( ) ........................J l  j_ S  I j  caaHjJ I— I ^ —9 dUjj  L_ijdaa _ ( 24)
41 ( ) ................................. dl dLaJIH, v_?JJI p Ij j JI v ^ a a _  ( 25)
J a —^yaU  i_<— Jlaa a—oa_>JI y^_9 caija caal j  JJIajuJI _ ( 26)
4 2 ( ) ..................................... .. dl AL<$> 6- =a_iJl
43 ( )    d__aJUaa y ^ -  d-jja/ j 3a—-"3 dlioao> -  ( 27)
ijyf y ^  ^  ^ -^-------- 3  I ^ A j > Vjj lw<.tAo d^ A—Ac CAA I  ^3 UAJj^ AuA _  ( 28)
44 ( )   dl----t I ^ I J I _ - v J i ____i  ^
ao> 1-----  Igo---- uX3 Uj <j—>^jiljb^ a—o> JJ IaaJ l  ^—UU dUj j  J jaa  _ ( 29)
45 ( ) .......................................................... .. 1 g_j lyaU
46  ( ) . . . . . . . .  di^aj L«a_, ^yi/U i_il— aJI J j  « dll suj <i_ala =J1 i_ij_aa _  ( 30)
I— 0- f jl3 ‘ 1—9I5—^ dLo-jj o —la £—/!>•=-  ^ o— Lo iAy- -  (31 )
4 7 ( ) dL<_.— cal j —a J j  < dL_io cal—=- d—oa__~JI ylreal y a  a JJIaUJI
---------- o<—91—a  ca— iJ ^  I—Jn—I — aaia J J i—aa> dla—tt ^ jU dyJ _ ( 32)
48 ( )       dLUldU y  jk%  ,yaU q  l.U a l l
J J  l-^ cda—I1 t y-9 3—J-9w, I-a £_3‘J ^  ‘ 4 *a—r>J I—> dJ >-j^  J*a*_>—*   ( 33)
49 ( )     d j — L cftU I
kJ^3 ^  O- J  ^   6 ^ ^ A  ^  [f)3 S ly S  — ( 34)
5 0 ( J « ♦ A 1  ^ —Acoj ! yjB^t y y  1 ------g—> I y j dJ___ t I J  l / J    50
- r t  )
t o - J I  t o ' - t o f t  < c i t o l  r t z  t o 1 "  t o ' r t J I  ^ _ i  d l  ^  L  -  ( 3 5 )
5 1  (  )  I------------- g - <  d p j  Ix^J d i d — l e  L a  ^ — 9 d   0 d l — x C
d l  J  !--------------- J d l — oj) « d l  - J  1 g _ j - i d  J 3 1  x i a  d L \  d e  3  "  j  ( 3 6 )
5 2  ( )  ................................................................................................................  I _ _ t o  a — t o "
j ^ — S  J 3  r t J I  0 1 3  l - r t  ^  s J L .  ^ ______ I d  _  ( 3 7 )
5 3  (  )............................................................................................................................................................................... J l r t a
dldL-ic j^jtod 1—o J  ( ’dV>l_to 1 ji3d 3 \ ) d_-oi_.yJ_1 j_xdl  ^ 1a _ (38)
5 4  (  )  ............................................................................................................................J __________ 31.______________ d a
l-o 1—ft. 1 j  1-oU 1—g_<_L>d q__x<J ^—9 J—S1—da did—ic ^j3 ?'V.3 _ (39)
5 5  (  )     1___________________ t o  t o  / t o
<---_JnId I j^xxl—J 1 2—° J31_d_aJl qU-a-uj -> J3id (4 0)
5 6  . ( )    1_______
dLrtU to'__ -to I l_^ ,li « re_Jto to____ AJI us- rt - (41)
5 7  (  )----------------------------------------------------------------   j -----j d  c d ____ s q i  2 : _0
• U d _ _ d e  1— a J  j  1 d J  1 ^ t o  0 .... 3 c ;  J -------- ^ a d  0  1 <  _  (42)
5 8 ( )_________________  J _- a r t  I ^ r t  J3L_dda
514
515
hi V I
( 2 )  f t  j  lb  1 Jbu_,
61
61
61
61
( 1 )
( 2 )
( 3 )
( 4 )
33-sJJ \S l 1~=- f t  l V^  t £-l<ol ( '_3LL> ( _ (1 )
? dy-rj l~rft b  I  3 1-90 3 l_>e<0----- J^ P^ -CU-Q_U ^  L<Lo
 ....................  y^-uy^  1 Ocj 1 _.___® &
........................ * ........................... 3 ------------ <-0----£-
. . . . . . . . . . . . . . . . .  J.-V.OL9 1-0 30^J=I L  <00-9^  $5
1.
<l)^ Oo3-oZo dJU  ^ & ft) 0 l G3 ^ ^ ^   ^ CW ^ 03 I A y*Q lJy~A 3 I “•eci.   , ( 2 )
3>,'V.* q03 _^y33 l 100 1Cy-j 'jrrJUO0 'lljyyOoCj
*2 til____ 0uj0fe
6 9
69
6 9
6 9
'7 0
7 0
7  0
7 0
7 1
71
71
7 1
516
S f  r t  11
( 1 )
( 4  ) ........................................................................................................................... p __________ i U I  x
( 3 ) .    ildl j_______ o *
(  2  )  J  U 5  *
( 1 ) •-        to------------ 0 <j *
t JkLuJ \  l-to ft -aJ3:; to"11 J—3-1—  —oto Ia>vW (2)
? ( Cdl -------9J
( 4 )   1--- Aj l /  J3l_da <—9 I to- *
( 3 ) . . . . . . . . . . .  1— 1 j3 Q31— «_oJ 1 cj-° L-ujy~uo jd_e %
( 2 ) . . . . . . . . . . . . .  1—ft>jj 1 jj> Q31ddoJl J  ;U—9 si
( 1 ) . . . . . . . . . . . . . . . . . .  & j 1 l-o (__}3—da , ,d.P> SK
?  d l — d —d d  t o J - r t  1 1. Cb xS 1—» ^ —U 1 t_ J3 ! - j  ' a.J I 1 9   (  3  )
4  )   i _ i l  j _____________ x *
-O_________ ui a— .a ;fi( 3 )  k
( 2  )   J _______________ U 5
o"" I .a %
517
J ------------ a_i3—11  0 d j ------------..y  J  1 J  £ I —iL
J I f j--------- J ----- J — 9 ^— & j ----J a  I ^ ---- -j I j  ---- U 1 ^ --- .! j— > J  1^.^ , I j  ^y 1 J — 9 J  i
i  U j  I jajo U J j  s J —rJ a  drij I jao i ca I j —.—3^ dUj I j  o  < dl—1^ 1 9——o
OJ.2 Jl /Jl re! Ja
( 4 )
( 3 )
( 2 ) 
( 1 ) —
ilk.
dl !<
J j  1 ja.O
!— — S—7 *3 Jk- o"33 1 1 c j h j f  cl.a^ aJs- y j  j^ s . J a _ J _ g _ .  „ (1)
7 4  (  )   . ........................................................................................................... J ---------------a J d l r e ^ --------------i .  f ; J
---------------------------g_aau— >d» ^ y---------------LJ 1 da 1—*9 ^ -j 1 ^.*ju I ^ v—..uJU y I—„ a-, 1 d—^ >a— I —. ( 2 )
7 5  ( ) . .................................................................................   d l a l i l a  ^ y -a  d l a ! _ o >  (  a _ J a _ .  ) 33*°-'
7  6  ( )   d_______ 0 a _ k J I  Ly__________ i  d l________ J U  l ^ J U a k  J a J a U  J k  1___ axo _  ( 3 )
A
d^ aabjj ^ yO *^3 £_3 j r f  j3~c—  ^J- 6—a-A®—7 i_r— 131 1—'■—  a -^J 1 „ ( 4 )
7 7  ( )  ........................................ ................................................................... r e l j  a g L U . ! 7 w
7  8  ( )  d . a  a l l  o  a 0 ^ J a J  r e l y .  d L J U  U U U  d i e  I r e  I • J a J _ _ ^ J !  _  ( 5 )
• 'Cj ;
518
Lfe1 t  V I ^ 5VL J l
J —ol-c q-o-o ( ^^jfel f t  ^ L ^ i l A b  a>l^ ) C0l__9!t-sJl ^l-00l >31 f t \ y
1 i JJ i f lu  I J i - l f t  ^
lj_o 1. g~0o <5 0J -6 { j ' n \  j  ^j5)1>1 f t j  y  Ljr-bl ( 001J  3_ffJ 1 ) - p b j p J
1-5 1-0 i 3  3 -9  1 -g—0> A <—. \S  ( 0 0  1 J  0 1— g—00 A 0  1-5 t 1.  0 ': r
' 3  ‘ O  f e f e  
00.1.5 < < _51 ■._, _
A____ o i f e V l <0.0 1_?i31 t - 3 ^ 3 3 ^ ^ A -  V 1 f e
{ 5  ) ( 5  ) < - i l y J L  I... ..g. 0  a__ 0 1 - 5  *
( 4  ) (  4  ) 1............  g  f e  a :  .1 5  *
( 3  ) ( 3  ) l  j l j . . .  ® 1 g * n 0 0  1.5 2i*
( 2  ) ( 2  ) 3 ---------------- — “- h  1__g_0  <1001.5 ^
( 1 ) ( 1  ) 1— _.._g0O 1 - 0  1.5 1.® &
( ) ...........................................................................  CVL ^ 1 0  J L  l ^ D f e  S^ JUI 3 1 - ^ 3 1  -  ( 1 )
3  5 1-cct-O 3 0 0 - £  . 1-0 3  1—R_o 1 JJ -0 0 -feo  —U  1 3  l-O-5/ ]  1 — ( 2  )
(  )  . . . . . . . . . . .  (  Q  j f t \  ^jrS-SL-r ) <j O c i f e J l  < 3 ---------------------0 0  1
< o o  1 f t y  l 9 1 f t  -ftt' I y o  I y A / S S  3 l _ s _ o  ^ 1  J I — . J 1 ,  o , l  _  ( 3 )
J —S  -O ^£m-9 i— y^XJ I s  d i e  1 0 0 1  < s  I _ b l  _  ( 4 )
( )----------------------------------  -^> '3
p g J 5  1-cO-O  -9 1 yS- 1—*__. I <5— 5 I cX^n-J 1 ^ynrry l-^l—< 1-0 I—9 I -.<3 I — ( 5  )
( )      * ( O j b l  )
7 (
8 { 
9 (
10 {
11.' (
6  (
9  -
519
) . .  (  j j J  I ^ U L r _ >  )  C d — I   e  d l ________ t o  ^ _________9 d i e  i d — 1 u _ i i  d J l  _  ( 6 )
& a i d  v  i I ^  a  d  p* 1 3 ^  Id s- —U i — l a  d U  I d — I < s l  d J l    ( 7 )
) .................................................................................................   U'
f  L < d -  d  > \ 3  J  U  l ^ _ t o - - 3 t o  :  Ld— M t o  -  ( 8 )
) •  < t  •  •  < < •  •  > t  •  ,  t  •  > «  •  •   ..................................................................   •... .................................................. ^ ------------------ft)_I_______ R -0
)   d U l l d d a  ^  U  f  . . K d l  d l _ J  \ 3_____^ _______U L j J I  _  ( 9 )
2^ g -9 l a ^  d-a I d ——p J  I  _________ 9 !~ ~ g d —d  l a   5 L l—d J  1 — (  1  0  )
)  ................................................ * ......................... .... (  ( j j t o  c t o - a - -  ) d d ----------- 1-------------- 9
t o J L d J !  q _____ i—3  J  1____o _ s J  I I______ d >  I  1 d d d —  ^ ft) I 9 d  ( p d __-AS l a  ( l l )
) ............................................................................................................................  (  d t o - l l  m x—3~st i  )  ' --------------d e l d d l
'1
520
0  A '  3= - A l  0  * A  1
i l a u o J  I a  !tt> 0 / ”— 13d  p  ■1 g—*-i —LJ I i ^^a/Il—J l  y  1 .^ .  1 c a  l a . o  d ! _ J a  1 ^9  ! c d  13
r e  IjfU cJ  I  &. AS—o  J J  if I a ------ \ a  d o J  I ^y 3 J  !->■ <JJ ^ y j  (J^-3 I— I-----, I ijj J  I < d :>_J_o J  J
S d l  A a  f  A ^ r e l ____________^ _________ U I
•<L^kaJ! 0 \J 3 I \  reoiaJi 0 \J 3 I \  a__ .a__ AJl rel__ ii
( 5 ) { 1 ) ua..................al_________ J 1______ —O
( 4 ) ( 2 ) y. 25
( 3 ) ( 3 ) x50
( 2 ) ( k  ) X75
( 1 ) ( 5 ) XlOO
(3 ) A j  13=..
14
15
16
17
18
20
21
22
23
24
♦ *.......................  ( c j a re I A u  ) Glare I <yo ly  j  \c3 j  Jrey; ~ (1 )
......... I A>A £yc 1 j  (_fr 13 Cjh M  1 J—A  Cr0 A g d  jaia _ (2 )
♦ *  .........................  (  c j ~^c j j  )  (y d  < J6  v J j> ^  j  _  ( 3  )
........... * • ( cj j A 1 l+A-^ ) y j I— sxJ ^aak ia  U „ (4 )
......... l^jdLSO 1 9 I 7 —! I 3d 4  J—, dU a I a ^ *,*   ( 5 )
i—. Jxj>x. ^ yJ_J I l_yo. I J !a>-—, t ) y^—I la da^ re.. >^JJ~t. —. ( 6 )
..................................................................( f t — Jl y r e
I <j  ^ 1 I -oO kL> A—oC I dJre> ^ j  j-\ C I g / 1 A ,  ( V )
• • ♦ *  ................................ *•*•*♦• (  I ^ -- 7^
............................* * * ( O j3^  ' or* I - (8)
l^reUS d_Lo/ I j  y*iS~p I Ui I ulA  1 - A A  \j>- !^Cre3 <1j> 1 1 d J  Are_C — ( 9  )
♦  ......................... *..................................  ( O )
. ( J-IA ^ 3! ) 5„..red yJJI ,A31 - (10)
d ;> 1_> q <~Xtr do—I Ire dlada U 4«J-:—11 , a* .. — (11)
9  •
521
u-
d !-+> J 1— dl -ad Pa— 3- u- \j t o — -cl
Q3 i_9—91 y° us—33—0 ^3 1 t_5— sfta <d /  ( d oJ---- i J  I
?  d l  11. _J>3I
( 3 )  f s j  d 'a L k - l>-
-T3- / V I  c d  l_
O-
As
2  7  
2 8
2 9
3 0
3 1
3 2
3 3
3 4
3 5
3 6
3 7
d_l5 d— □  d _ p > l j j J I  ^ y - U  i d - " "  ‘ t f 1— x l - a a J l  ^ l —d d i  d y d S J l  _  ( 1 )
....................................... ( o  f a -  ) X-----------------d
(^ y-L-p- I d ) j—£b j >v-— la ( dadfa-} jS- <— ^pCj (y_L)! d_p> \ y „ ( 2 )
, Cd ..... qjl j-yi < d—jK-j ( i_i Ad- ) Jkia-PH- <y-U 1 d :> / — ( 3 )
i A  1-------x 3 l—3  J d - x — d _ p - /  j y l i d  I a-P»- ^ a - c d  iCdx_9ji_J 1 d )  I d  .g—1 I l a
-------------    (o ---------> j l i  ) t o __ r t
. . .  * (  ( ^ y l—2” I©  )  ^)x-Lg—L<d> A> L a  l_g_-La>j^iq l-g.-_si_d —1—) 1 d,p»l_pj! „ ( 4  )
♦ • ( , yp- j l-P* ) —1—* la _^5 5—ix—K *—X d_P 1 3 | jX-X l 3 L—9;J<—X ^ ;XX;d9—X ia   ( 5 )
d U  1 y—P— ^y-JLl I y^-x—J  I -^aa— [^yu J dd—X l a  dL^ J I ,3 y .. . ,‘.  3 J  1__* (  6  )
..............................................................  (   -P,'-- -  )
y C I d d  1 C d  t o  ^  d_a- I yJ 1 t o 1 1 >to=H c 5  1 2 toti- -  (  7  )
  (  )  ( ’— w I l a  )
 ( j-i 1 I d_J> U  t o r t  I - -  (8 )
^ I. ■ * lo (_S~'UXfJ^   ^—A ^   ^  ^ 9 1 j~* lijfa I J3>uxO (jJ JlJLC \______   ( 9 )
♦ * ♦ .............................................. * . . ( 1 ^ ) tj^—^
  ( < i U l t o r t  crU' - (!• )
( 1 U ) till* i —Lf J_  ^J  ^  ^ 103 L-l^—' 1 — (1 )

523
• I  00
( 3 )  f t y  '<09 l i f t .
£ o-
7 1 .4,
^ — . 3-
l i f t S  < ll_ £  . ' 00 ! <5 a J f e J t  _  ( 1 )
5 3 * 5 2
5 5
5 9 * 5 7
6 1
6 1
61
6 1
6 1
6 4 * 6 3
6 7 , 6 6
6 9
6 9
6 9
6 9
7 2 * 7 1
( ) . . . . . . . . . .  . . . . . . .  5 1 0- — ^#9 I—IXot <00 0-3- t-£ 0/^ iJ I -3_cV
Jl& o ^ j3-b I X X  'febfe0 ^ f t JI 00J I O'0 j* X-'Jr) 00 1-O0-S- O'* J ' - ^
'VI ____ 0^
(2
( 3
u
( a- .y A  1+ !-=> 3-6 L  j % s  ,^-9 iil^-cQ_L_, 3 l_>So _ (4 )
S 'ALjcj j3  I j3   ^!jC £^ 0 oi Ifefed -  ( 5 )
* * * * * * * * *  I A—did 1-0 I ^ 5L-> 1-0 ^ ^
iw i - S d  1 j < A j5 d  t ^  ^
c.i.s "> ,V 1 *-
.;,.......... u ...ft.* 11 j«
•J/VJI *
6 £>-*— <u <A 's A  A ^ 3
♦ * * * 1 -AtO  9 v--A---^ 1 S- ^oO J  I
........................................<S-------------- OCX -
b  yrS 3 L —t
0l O'b.5
(6 )
( 7 )
(8 ) 
( 9 )
* vO '
l>  3 1 x o  S>R
( )
 .............  5 Aj o3 li-LL’tD -Lo iK
 ^ 1 yrA  1 I 0jS> (>3_L< ) —^g._3jc 3^0-fe0 00 l„_0jj A  j  O“0 b 0  <-£ 3 l->—0 —
..........................  ( iLoj I t UL-llJb t 1-=>^ >0O Ijd 30LoJ I 03^6 bl-3-
(10)
<l3_o 1-9-0—U ^ —Lee-Lib 1 r> j  f t  1 SC". . . . . . . . . . ............ { 6o j j  yJ 1 ) -^cU-9-1 I
« • <0L.l—9-oJ I ^-. l^-  ^ ^
’<5 L  L L J  1 <5 0 ---- o *
0 f t  I 0-’ 1 % 
 3 c/l *
524
u 1
j« a, J '} 1 JLre L~d IAI d__iU-Vv-oJI da_& ^  II p ^ I - H !  d!_ytt,l ca_iJI : i  kokl_o
d   HU1 ^ J l  d__.^ la J !  ^ J l  d__.3_Aft/Jl ^ 0 L r e _ H l  f_rey: : 0 L o  . . .J l
i 9a I Jdj ! l^ u I j_X<i d do-ytt) I j ^ a  CX _o>3~>3 * ^y >oaaJ I d I
<—91----------------- J ^y— A s-i ,j^ ytt_re> ^y 11 ^jj.-i'-ia. //_,aJl ( ca—:>A1 6-hJ' ) J l  H I  I—g^g-a. d—=*-g—L
ca______o-tta iLLJa lA_c p 1 tt,j) * d , jh J U 31 ^ y O -~ re a J  1 i o , 1 d «2U L ^o—tt! 1 i , 1 a_*a ..J
jd>__ =tt>^ < d l  j —r r e J  I c a j L  , la _ o J  I (_y—9 a  t t t ts u a J  I ^  I_tO j x.u J I  j  . j  a t t  ^y__ 9 d_>• j  I a  J l  d > g —L )l
J________________ xj^>C ^y 9 d tt,_SwO d_____ ,j j_ a J  k _____ ,_I 3__..o d  j  L .  a  a t t  I ^_____I ^ ____t t  I i_>~—11 4 J 1 X  J  I
d _ ____________________ r J J  I / j  Xd ', g d I d.______2>- J I aJ I d rig U I k. 9J d dP ! J 1 I ■ ■", L. J  1
. d________ y  A A Jl
DIAIECT VERSIO N OF THE MAIN STUDY QUESTIONNAIRE
525
c4~
o~
AJ < ,O'" j
K-.f'
rt|
••>
l_>‘...— 0 A ,
^jJp l_5_& A_S-0I-3JI j^-9 f t  ( q# I J --- >^3 A--30ol-3 #^-9 0_<_1IJ> 1--A
c 0 0
j—<5 J  1__o-rJ 1 J  Lee 1 o #  L  10 & fexoJU 0s___<_3 <— —< J  1 10 1 ~ g —1 * 1—< 5 j_ .0  —g_3i_o
. J  I--- 0—3?—1 1 p L30_. I , I j
1 Lj—cjp \ft I g-S.t-C ^SlJl 00 1 ,J-X~nxj 1 j J5 1 o ) 1 s dL_0o0fe liL) L.t, I ^__, !j
-J 1-ce Ij * ill j_3vJkO A j^_oe3—' ^ J J  1 y^_Sj 1 ^^ _lt 1 -g-P 1—*—* 1 j  _JL_J l0_) 1 ( J6 1 , ■ <UQ ij3,cS
* O--- CJ—^\ 05-^
£ c
-ol-G J —^ l 6 dl J j  J—o l-C J-$ « I bd- l-o L I  (iLgdd
—la i q IS Idtto I— g—> f t p —U I d AX-rt j/d d—-_LS 1 L J L  *  od>d^  1—9<0~ :ft <5 l « j
AAA I  ^^ —SJ I j __>-/-— J o I bJ I ! -A—Cb  ^I —.—0-) I  ^ I J fy^r! \Jb J dJld 1,0 A :> I ^  i J I □> Jj$
J I .__—O-T. 2/°--{*-----I Lb I jft-6---o 1 JL—>  ^ o I 1 j 1 ^ ^  AAo j b- I J o I C
  -0 j I di——-j I -d I KJ Id L-Ll-d-J-l^  L—t—1 dJ I J ft) j 1 ____gd d^jd^j-O d_—0#A_.—b-J I J)——*~G______'J^_S—I 1-0-----—I—I I
• &l jj '^I JJ^Dd U d)l„^ o f &:! f>dJI
 ~0 vi-0 I >^0 A I j Jl_—*~9_____ _^gdJ Ld I -^J-J I J I—ob?—11  ^Idd I Cj I,—/1 1 j die l-AA I d,!dl<pj]
-A------------------------------I jJ IjAo dlJ_idj>vA c l-o J>—>• I cfti I ^ 1—UJ I d  ^^  ^^ —S-Jb^ 1 O ld ld />
---------- o i—->0 .D ( (J-SaUO  ft>-J--j-G d-o vA--S> lJ !•—*■•-A-u----------- 3^-- > I J  l^ 0_j_J I < Ld I a I**- dfelj
o ^
#^i S 1 dVcoJ I d wA—-ft) j I j3 d o I J—> J I — J—-Cb d—SLy^JrJ 1 —* J S I JxloJ I  ^I j 3 d o I Jll>J I
   g—.o^ j>j —11 u_S ^JJI ^ Jt J I ^  I JLft) I v3 Lo Jib l-o ^ IjuJI ) di-jJ_ft> d_—3_d^JtJ I d
J-G d.L«-<A09-*./ud ^ 0X 9 I j  l-o <  ^ d L s d  j  I ^  d-L^d— ^ j - u s  ^ _ 9 . d  ^ ^  l b -  J - ^
* ^ . A _______-Cb ^ _______A d I J 3  ift.3 j ____>■ l-Jfev I ___ 2> dl j  l-o j ____b j J  d l o -----
Q526
.1 Cd
_^_______g_— V xV I da—x 1 ,y-U dJl—A la J!.e> Q3 id-"1 ‘ dUxiCl ' 3J>' (d-"" dJ LA ~-u 1 j
L t* 1 _______dsC> y^J_C ( y^u—KuyS la V y iC—^j-9 ^y-d  1 y < ill—£ 1—I y^—-<u 11 y^U-C Cd I—a^ -ldia y —-1a_g— y  UI
1« 2 
5 6 ,  7
10<11
1 2 . 1 3
1 5 . 1 6 . 1 7
1 9 . 2 0
U! id™ J l_rt> t o f t  d1—ti id-"" J' faU-1 J odd 1 J_UI_Aa 0J1_Si jd------91 yA
t  d d . > a  a 0) d  i C ^ —U  1 y I d--0 d —<—1 I y 9  d,—I x ^ J d  d ■ 7.0 |3—d  d ----d* —1—1 1 j  I !
ILULkJ!
( )
( ) 
( )
-  ( 4 )
I £ j^a_ —  d I d —S d e  1—  1 d a d - i U  I ( 1  )
( )    t o  d d - l e  ‘< ia d J »  p 1-® 0 -3  JI-pA _  ( 2 )
(  )    t o "  t o  t o ^  ^ t o 1 ^ 3  + a a - = >  ‘ H v  J A oA I -  1 t o  d ^ - x l i v -  J  I r t .  _  (  3  )
'~~e: /  ‘ t i  ' t i  f C + 5 <-)'-
( )        u A l U  l a  J k I l i a  . V  _
( )  P--——d  x y  d_9— V  ySA y dd— ^ ^ 3 3  ( V
(  )   -
( )   r t c r t '  -
( )  * .....• * <5jU 'dJl -
( ) . .  . ♦ I d d .^ 7—j - J  y d  J - p .  A  l a  J _ d  0  <^-a <_-— J  A  £  I.—  I j 3 f a ° 3  ' l H 3 0 " '3 ( 5 )
o-° J l r t _
: Ax— I . - ju r '3
..............................................................................
 ................................... ........................................................... ^  U a a
4 .  4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 .  . 4 4 .  4 4 4 . 4  & yjA  l d i d — l a
Q  1 £ y-u.U 1 I d-d) 1— ) —g—-U-E ^)d->x— C d  I—x—' y  d  V y  1 d d —_E j  l.Pv—x
. .  . 4 4 ( M  a J  ■ i  I d J l J p  ( f y ^ j d a  ^ jO ^ —a d a J l  ‘d l d >  y d
-  ( 7
. . . . . .  ! d J — I d a - U  J —. . U L A o J  I I J K . . . . . . . . . . . . . . . . . . . .  J ( d—uyyk  i ) I
J L I - L J 1 d j ,  I d J  1 *
J - l d a J l  d d a  X ..........................................      I l t >  J l  X
5 2 7
J3r. J l  p I.
xxxxxxxxxxxxxxxxxxxxxxxx
H J k
J J  < dj_re 1 dU jS I I t 4 L.—j j 1 Jvre/ —* die Ire I <Lo attJ I
d___________aareJ I ^y_9 jXU pjCu y^J31 p y^ttJ I ^yJJI <— J^oJI j Ireaa dire <— ,^JkaJ!j) ( cal— , ! g^»)
y^_____iiJI y^JLe Jaa a . J l  (j J^ < »^.j>re y^-/re e_. 13d~3 ( i__. 1 yp- 4y^-i U U j^ yJ-^  diyJU,
. j  >-l J ola , iy<re_s_> (_yJJ 1 ire“31 J-U ^ 5--^- J*!-5 i_$3JI y^-lJ 13 < Jk-aJ! a^re_a_. ^ yJJI
: Jl.   re
I . 1  & ( I_Cb , I g—' ia~^  ^ gJ~d5_J y^xj y\\3~A Id y^—U I I—9 I yu dlaX-C tjf—j A J  I dvu* )
C JHS • C+Qd i <5^ _3J I ( i~ore 1a ♦  ^reqj ) U.—j I —s I yz>■  v~are JI p^ —HI
.  ! a _ J _ C b ^  " JHa 11 d l j o  Ja . . .  '—sly. Hre d l a  t t  dyjJJI caire I JL re'y/- y
- A J J I  0 l ;3J
AS Ik.
( 1 )  
(2 )
( 3 ) 
( 4  ) 
( 5 )
oUJl 0i3A ’
( 5  ) 
( 4 ) 
( 3  ) 
( 2  ) 
( 1 )
o>/ J l
■ la
) S I I Jg—i ^-9 £—L/3re y^xj j  A-fire 1-0 ^5U I * 5 i ^ 5 Ire tUo vkxftvJ i l/J Are_C yX J^ 6 yd Qj-O — ( -1-
) Aj> 1 j CreAj A-o Aj>J I (_y^  {  ^^ J-'  ^ Jrf^ ^ 3 J Al2*^I]3 IwPre 6 y  J   (2
< d__re-9 13 ljj % \ ... a-C j^^ j^ 3re 1 ii_oAj>J 1 U 9 y<u.t j 6 yQ uJ ^ ~-Z>^*-a/  ( 3
) t ••««*• * * • ( ^) 3 3~^  ^ y^*-3k2.—• ) *«—9 1 y-t U_reJ2—t—f C_lre—Ll>vo 1-0 —>-i---—^__L^3re  fire
~2 J3 I £re> AreO j^rejAAre lre3 tiire-lire I—9 I 'y\ Ire J 1 (Ln JubJ 1 d^ O „ ( 4
) ............................................................................................. .. frj— J .  IreL
1 A j 3a lk. A H  I ( j l j j J 1 _.a 1_bJ  1 0 1j 5J ! Al reL 03
( 1 ) 
( 2 ) 
( 3 )
( 5  )
( 4 )
( 3 )
J'
i l  i _j ----
> ckLaJ
528
, d r t J I V I J d
(4 ) 
( 5 )
(2 ) 
( 1  ) ~i J t o
5 ( ) - . . . die Id.-1 1 dad_PJ ! <_9jj_dd _ (5)
6 ( ) . . . . «x! d_o ddJ 1 <_fj -j ~ x_ (6)
y.3 yS-_X y^—1—1 1 ( Jj3^ ;dd_X y^_1_1 1 y^—X_J 1 0--Ad die Idd 1 d„odkJl _ (7)
7 ( ) . o3+ " cto-’V )
xUji o ' t o 1
( i  ) 
( 2  ) 
( 3 ) 
( 4 ) 
( 5 )
■ d l r t l  0 13^ V  1 d
(5 ) 1
(4 ) d
(3 ) -
( 2) , t
( 1  ) V
/VI C d  I f d
a d l d
_UJI
< y a _ > J  1 « d  y _ J  1 ( I x tX p J  i 1____g ~ d  1 1 § - U  ^ d o i d  LJ - U  I y — M _ J  d yo y a  J  I _ p A
( , ) ............................  s t o t o  t o 1 t o "  - t o - ‘t o 1
( )  ?  d^Sy—*—a  ^ y ——a  < d ^ ^ y X d a  d t C H 9 J  I-2--*"
 ^‘ J [ 1 I—Id-O «-3^  1-1 I  ^ y »«..l i ti ^ A ^-<0 1 JX W    
!  p U-Ovd l l l o —1±>—/ ( lv<(J ^ I I I
( ) ...........................   ( O d t i ' cHto /  )
- (9 
(10
529
&   » J I___ O-J I y___ b 1 , -b-J \
 /1 ^_bJ I y Jj^bd dido V— I ♦ dl— A^a_J-b j—  ^J-9 ^  ^J  lS“^  ^ Ld^  1 £ j+dJ 1
l J  XS <5—d Ii V. 1 I  O l d J —ii 1 d-—*—A Ii < v^dbAO d— d Ii *>-> ^ I £ <ft< U—i I LJF^  U I
_____A I j^ -bJ I dj>_<b _O I--1 I JJ_b J  I._Ixv Lddlj < c^/lbdli l-o < J ---dJb d„—d Ii t £^<Adlil-0
— 43 !-o s^-L- ril_g-ft « lj-'-'I p^ yfeJl i— i—colfe. >s ^ —U1
* r^--.___  ,.>b-vO ^^ XI-CO
r f b l  0 i3,Vl
(i: ( i ) 
( 2 ) 
( 3 )
( 4 )
( 5 )
a_______ <0 !_sJ I y  i j  j V!
( 5 )
( 4 )
( 3 )
( 2 ) 
( 1 )
+3~? VI
L
A , 0 511 J 0 .J  
■•■! .
3 , ! 9 A \ .
.01 0, 11
IA
IA
O"
13
14
15
16
17
18
IQ
\y l-g_o0-3-0 1 A_a0fe_J l_j -g—ejj i_9 y  I-0.J I V 9 1 J J  «1__)—.—i_9 A «xJ-3-J 1
 ^ 1
S I J I Jl_[Lo_J Id ijXtsJ I J  l-o d._«,CL-lb_j I —
- (31)
( . ) 0__JV-0 1 &ls_®ss C0 A . JJI 1!0 I® 11 j , 0S0 1\ <j aJL>J1_ (12
3  .l_3_ol f t  00 1 d cCl-LfeJ 1 ^J-P A. 3—3.0 lilt 1 001 ’<i LfeJI _ (13)
b-bd LI I dLc I —Ad J  —o I ..bi * dL/ I t
( ) ........................*............................... ( Gu3-^ u-b-ft ) ggI—X j p
j-g_c-J 1 I J  ll3^t/ ( fty~> ) 3*^00 jC —9—* ^ d—-o-lxJ !-_. — 14
( ) Oj3~"
^  ^ 1  0 !
( )•
j f t  0  ! Cb A__eoJ-3—I 1   { 1  0
................... ( d l J L  )
( )
A . j  ' -3..a 0 1 0  1 ,_Cb l_5“^  — 1 { y - 1'  I —' 0 - — 3  1 J  ^ y . J ——0l5S 1-0 d ' . J—.1—3 ,—I 1 — (16)
lilflsjl d-0 0-feJ 1 ft) cA* <H-'0 1 _<S> 1 g_9oSuS d.cO_L>Jl _ (17)
• * • *....................................................  ( oJ3-" ife6~s-3 )
J J  1 , ■ , eO 1 _5j3  1 0 0 0 5  , J J  1l-T l_fe Ip 3  J0 0L3 J J  I—$ yrrrr 18
20 ( ) OfeJl i d r.J !b
530
22
23
24
2 1
p_~frSj-sHj I ^kjJI ylrel ArekHl Aj>Hk die Ire 1 <i .HuHl „ (19)
( ) .............................  Gkre-AJl
( ) •#••»••• l^5j} I  ^g-re3 ^J5 =>J 1 {f)_re 13 _ ( 2 0 )
( ) •  .....................  (  ^^^«wt..3.32re ) ^  ^ -^2re vi-Lc I Are 1 <kvX-L>J i Cre 1 y ^ Q  ^  (21)
6--o Aj>J I ^^cj«re>^cicre A l_Q> j^S lAA 1 <wJ3J I _ (22)
( )    ( q  j a  i A + 1)
?jf-. ji
----------O --- HI Ly_i y 0JJ3J 1 K_rx ^  d_AyH I Ly— fib (A-Jl ^  jju\ d_g.lo> ^ Ja dLHLre -y, IJ dja
dl---------- -j-JLe p fib 1 jS I 1 j ^ y—U I <—a J 1 <" jokJ 1 y-3 6 jcSduj I y^j I 1 y-iySC I J .5 i_o_5
u* ;15 J Aa 'i— H5 ,15 < A — i-Hl kreLS « c_ ,15U"'3
~A dod y U I y  H) 1 p 1 a i-0 H  1 j-j lyJLog_. ( <U n_iH yA Y 1 _J ) da U I crH 1 J5
A  k H ' H kJ! j: 15 J qH  re ,ak
O A D  <_A r + v  i^ Al + D — reJl rel
1^c I al— & y^— Lj t a p.v. aJ 1
=- cD
( D Ara ( 1 )
( 2 )
( 3 )
( 4 )
( 5 )
-reLH! 0 Q^ Jl
( 5 )
( 4 )
( 3 )
( 2 ) 
( 1 )
,A Ji
.15
HJ1 ‘IreL 
 _0 drere 15
d"
_.Ja Ire 15
15 l.o
2 7
28
29
. . . . A^areJI ^yada-Hk U  M_» J . A 3 daa^ d i H  U 5  care l 3 dL>yj u -red. _ (2 3 ) 
U  a_> b  *A I-'-“j 1— S-H (Jj^ 5_. g^-do>v. 1 j  I.* I— g_oreaa d! I j  ,j_JJ 1 j^ a_reJ 1 __ (2*4)
)..... ....................................  1— g—a <sa.aj> Ag. lo> jjV.i_-c.J_* re
QJ'U Jl^ pi a— =- ireOJk  cjhj3^  Are i_A /jAD dA-i* a..r. 1 ^  _ (25)
( OjD ' ©a « H I
531
3 0 ( ) ♦ • ♦ £—g-£ I/to 1 <L~o vtoJ I I — J^.Jo I J^-V i-tol I £ I Jto I <3 jJ/iU I — (26)
31 ( )*♦♦♦ die I/to I t3ui Jtoj I \~c  ^ti  ^   (^^ )
o 2 ( ) « ♦ ♦ ♦ ♦  ( utiti^”^  ^  ti d^i-LsJ I  ^ <p-9 i—a_s—H  >-> ( 2 8 )
! g_fa3 1a LtoltoU^ -^  dJjito He I Jto I d^.toto)l __ (29)
33 ( )    ( Ojti' 0"^+/ )
» I _^2>J *3 I_<b <3_/>v_toJ I <3Jfa^ -l> dJ *_to_£ ^ j  l 9 I ^ jJ L  "3_>JJ — ( 3 0 )
i> ^24 ( )............... ...... d—-P> I y jj-a31p—3 l~g.—JLc (y—3 jr1 d~< 1*^ (fa 1
p_____ £—-9 yj pj ! did— .'*-£ y — 5 y  U I £ ^ ! y i—  jy— U  I yx. ->l—j _, (31)
3d ( )•*..*.*..♦. j^jy> I ^ xd—y—1 la JLso________ _ole yj.oLP*a ., <J la
33' L
Ifa" _—_sdy I— J Pod iii—JUdl did 3>— diclddl 6— od— pj 1 £ t— gdi— yS-a-Oy I g__iS 1 d a  1 ftd-j-C iadfa- J5
 ,—J1S-y-Jy J^oi-d— I-ii I ij P*X y) —a— ^ y —L-J 1  X 1 ys* J__-3d 1  t 1 J £ I_9 I y__ X X ! J^-P*
u u Jl i LbaJl . d_._ad pJ 1
. dl   ole n—_ft 1 yS I -0"_ — I J y  — 1 y y —._15 1 d—V 1 £ ^ —3 1 y _9 y,_y_X^ ,q>d la y _ii 1
bJ i <19 I Ja—
3 8
3 9
4 0
4 1
42
( ) . , . ♦ . . . .  y  I y  dl_x_Lc y  1 y  dl l_Sa <1— a 1 d — p-J 1 y a  d— p- 1 y  J - U  £ dl—ad-P- y d  _  ( 3 2 )
ifiyo I—x y —13 1 £^ y_.xx3 I y_ie i—9>1— p- y y - u *id-p-—  diyo I—  q  1-9—o3j ! (fa-o d_-_p- 1 y  Q 3  -~ ( 3 3 )
Q  L a U  1 ^  Lx—  1 y / l y — dl-oOa y  1— j y ; y  —— y y — -XP-P -a dl =- y  y j  yox—A  _  ( d 4  )
( ...........diel-ddl ylA_odJI 2 I^a ! ql_^3 iad-pJ I y i  dx 1—3a t o '
d3a l-Ua y  ji-U 1 y - y  y  1-9— 1x31 y a  dijjd_pa— y 3 3  I <J— od_P— )1 ^ 1 — — I y  a \  y  V  I   ( 3 5 )
( ) . . . . . . . . . . . . . . .  ( y  y  yl I y  -6-3afa ) O  J ~^' t3— fa I '-> a3—  d— p- 1 >- y —
^ y j _ 9 A  la q_5_oip vto^l O  l'ato*3 1 a L 3 — i y l — t i /  r~°5 ^ ' 2 '-^' 2 f i S M  „  ( 3  6)
( ) ............................................. . ( d i - Z y d r t A  la ) l _ g r t
532
-------SIAJI J — ee jlvoJ I 1-0 <1-00 fe! I J j_v— —lljjl l3^k_5l_> „  ( 3 8 )
4 4  ( ) . ..................................     I-&j— 301 f t n L
4 5  ( ). ifefe"' uft'ft—roJcz c0-_-o5j  y 1AJ 3L>^j i—sftis <ilno0_i. ^3 _ (39 )
1—o.e I00 i—gj^-SS dkio0_3 ift) I— I clj-a l_> f t J1 <Lj0—fe) Ij f t Ij_=3 _ (40)
4 6  ( ) { y j f t  ) ( A—r X  I p^-feJ I f t ,  L u ^  I w d  —;*5L» ) 4 / j
<3 0-0 0-3 j_>0 I j^-0 fe 3 - f t b  3 L L 0 _ k s  ljt-U I f t ;  f t  1-3 I ._ ( 4 1 )
47 ( )...................................  ( o f t 1 o~fe )
)'r J 1 —c
• jJ-b-o J I J A JL_feJi c! >s ftyJSift f t3 \ dVUobl
L) I 005 1ft— u J  1 ^-9 AjySrX.o f t J \  ftj 1-30-J I J f t,— _, 1 j}_3_J 0000S <Sj-o y-a 3 *0 <■_>J l-ft
JUI ftelj.331 31 J3J - L I  0-3 y — _<-j jjj-o j\ o o o  ( 3— ft y — ■* l b  t ^ —-j l-x>
* 3 I ^ O-eJ I ^  9 JJ 5 0-0 J_ib I„o0 0001s j 00_,j.3 LI I  fell 3^5 '
b_*JI 0 lj,V! J0 l-il3 I ^ i jJ 5 I <S_ 0fe- VI 00
(1) f t j A-9 lk,
( 1 ) ( 5 ) 1 ... . . .... Sd 1 b
( 2 ) ( 4 ) fe------- biJl
( 3 ) ( 3 ) 00A ____________ O
( 4 ) ( 2 ) 3— __Jj9
( 5 ) ( 1 ) fe-------- . 03
5 0
5 1
5 2
( .)
( )
y  A. j yl Is U fel! 6 ®0_3J I j_-.0 I 3Llo i—,j_! feo 0_JJI ^_S_) ICft 1+ — (42)
t • « * • • • * f 4 « * « « « t « t  •  « * * * » « * « * * * * * 4 « * « t « t * • « » J j -------- - » J  1 d M ------ G
d^u_L Lo Ibh 1 j I y dlal-dl <i-obj>JI <>—9j^d> ijJ^LAd djrj}  ^^ )
• •:.................................. c— xP x t— s
\ j J_—LfeO d iljG^ d o bfefeJ I jj-,3 i lLJo L—Aj^J-lxo I 1 j j / d j J L v  1-0 — (44)
•  4 4 4 4 * « 4 4 4 4 * 4 4 * * 4 * 4 * 4 4 « •  4 4 * < 4 « «  4 • t 4 4 4 4 4 4 t 4 J  J ------/b ltlidO
533
53 (
54 (
55 ( 
55
57
58
59
60
/ U  I dJU-K v j J---3 ' .9 ^ ' 1 6— ' £.'~U"" Ofa3 ' ti" ' ~ (4 5)
.... . ( y yyJ 1 yUoo— ) ( ^ 3  □  )
)....... y ti^  ' 1 -g-—y —a3y jy— p-— la y I y—jfa3 d l-ft y9 y 1 y2— I yj> ft_9 1 j— _ (46)
d_o d a J  1 y  ...9 jj3Jj d 1-9—3  ^ o-k—3 ( ti 1J l-g-_o9 ^ l a  d_> I y   (47)
) ........................................y  y t i  dl— ft y_i d__a—— l_ft 1 j
j  a I y V 1 y y  —d 1 jp9-J ' £ I—— 1 d y--- anda3 1 p— g—9— y^JJ I— d— P-1 y >— 9 1 y) I— yS. 1 y — (48)
(    y — yyJ 2— 13 y33l
<3 a I I  LJI 3'^ -juJI ( l_o ilfa ) jk-\— dL>^j — (49)
( )*»*** ##**••**«• ( dtiti/^ ^  ^dil!L©*to>  ^^
_____________ 9  L) I jj (JtiH ^   ^ O  I <3^_JlU  I _ (50)
( ) ..................... . ( yjti' itoto ) o titi
c 3 I  dltoj j  Itoltoxtfa dl <5  a 1 .AtoJ I U  I ^ ^  jCv3lu» Lo — ( 5 1 )
l-2u_*i to-td!□ u-sl^ fa ( ^^JLasJ dLel/tol l_ 9 S //#J1 u.i?j - t o  j^.‘i/jrtto l-o _ (52)
9534
up- &— :> 1— 3 ^3J d),a
abJI cr—9 3~
okl'c
> 1 jU  1 ( j i O .  d ' v  A  c5*A^ *■—7^  ** 3~^IJ d I J S a .  Ij 'iS j___
^  C / A - 7 ^y—LJ 1 p j y k J I  A k 7 i 5  H  cjA  I <■" J J  * <5_area?- y — 9 J 5 1 - H
71 kr* d)-7"*7—"7*J l ^  J U 5 _ y J a  l a - U l  j3~%-uj I y 3  J J l a r e ^  dal . ^ j c o  g j  j5 ....'xk *  
* 3--- u— - cr-U! ^ 1  A  cr-Ai
j oJ 10  0 3 Jl
( 1 ) -Jj A Ua.
( 1 )
( 2 )
( 3 )
( 4 ) 
( 5 )
i ,aLnJl obi*' A .; k J i  .-‘U
( 5 ) 1 . .... i o -1 a
( 4 ) b----- ...........  k  II
( 3 ; ) cal,
( 2 ) J------ , 1*4
( 1 ) b---- a *w
64
65
66
67
68
69
70
71
72 
7 3
74
75
76
( ) 
( ) 
( )
dJJL d U  ( A A  15— ottoJI y J  rely, —^ , 1 y>
jabJI J51 re y, 0re dL> i
ySoaJciA A aJ iJ ! y _ 9  gj
UJ Cft0^ 7 
,-rtOCiO J k i c o  y *  C y i.O . -5
( ) 
( )
( )
( ) 
( )
♦ • ............ • • ♦ * l3~. . J J  1 A  1 B j Ore J.C ^  til} <UoA— ©01 !lU I ^ 3  1 AlreO 1
* * * * ( 33~^ ^ d-iiv}-©J 1 ^ j - 9  dLsuLfire 1 -O k> I J> —> y y J k —j
• ♦ ♦ <S v3 l_£L_j 1 J —3  I t  1 i r e ^  L J yuLA~*
* . ♦ « ♦ ♦  (  C re  JAlrelAo V j j  O J L r e  )  t i - o J d p O l  ^ _ 9  OJlre ^ jre H  i ^ y c /^ A - f i r e  lre3 Ulre_0^
• j j ^ r e ^ j jO  1 A  l_£b HrejjrereZire) d i r e  lre_>- ^^.<Lwl©fci} ire)
♦ ♦ 0 > A h 0 1  3  1 -d£> OJ^.^1} tSdft ld>- [y o  U_5 Idftl} jJ^rej^JU OirejJp ^ 3
ii 9
► ♦ * ♦ ♦ « ♦ ♦ ♦  (  ^ ) Ore-J-C y^c/^ -^ relre Ire) dre )vA j> J 1 ^  lllre 1 J3 iDure) _
r re-  ^ ^
• ♦ ♦ ♦ ......... ♦ * d_~oAkOI ^  llU-1 ^ 3  l_ulO 1 <Soi ^
, U! *^1I ^.reljJ! Lo3 ( disJjO l,o <LOre> )
, ^ reifire^ r^e ire^ y.<aj y B ^ >  Ire) ^ j  I. <Jre)HiO 1 ^ 3  IrekcO <±0>  1 y *  J
O y L  y d
-  (1) 
- (2)
-  ( 3 )
- (4)
-  ( 5 )
_C6)
-  ( 7 )
- (8) 
-  ( 9 )
(10)
(11)
(12)
Aid, d k 3J U j- - (13)
'-fc.lc
535
d„    -.xd  -J>d sJLb I i bd —JJ I d_ Jd -d ^ I _)^  ^ ^'“ ;*/ ^ A J"^  9 L/~^  ^
Ld 1.—^ I Db ftj. |^j() j I——*b-J L—a__^ 1 I J - ^ I.au. J  I ^  Ld 1 *»^ d^ -?Ls£XJ | <J j b i  L>"^  d---^b—b J  I —J)
* j .  b U  ^ J J  I jy% -JA I ^ j b  d-obfe>J 1 ^ b  d_d ^ d  fell ftJI o * ^  f e J I  M
d l .  i 0 6VI
d_____< am j .S - S L a J  I £ > ^ 3 3 ^ ^  ^---------------------------- d b l b f e J l  I I d..      . . ^ 1  L d  I— ! b
v ) ( 5 ) fe.... .-. . .b j
2 ) ( 4 ) fe----- A51!
3 ) ( 3 ) 00’j---- --------0
4 ) ( 2 ■) .1--- . lo
dJs 1 Pbxu 5 ) ( 1 ) fe------- —  b -
I ( ) • *  ...... . *  .....    Jr--. fejj Oeft 3-^ J-i — ( 1 )
2 -  ( ) . . . . ...........   i _ i j _ o  l-o  V f e  « 3 1  - A L  j f t <_< j o J  fe _ (2  )
3 ( ) ..........................................  3 _ 3 0 0 1 J f e f e b l  ^ L J I  _  ( 3 )
0 "*
4  (  ) . . . . (  y j f t \  J j f e s - j  )  1—9-3-! f e  3 - f e j S  L o  f t f e  ^ 3 1 . 5  3 _ 3 j j _ ,  ^ j j j _ 3 0  _  (  4  )
5 ( ) . . . . . . . . . .  Ao I jJ I 3L3c / f e l  K  j  1 ^ -fe j0  ^yJLs (j3fe 3l=-^j ^je.c30 _  (5)
j  o
6 (,, ) . . . . . . . , .  3feo0-i- ^j-0 5 ^ f e  ji0->0 \yL fe ojiJ 1 ^jj/5J 1-9—. Lo 3-=- j j j  ^jjj<30 _. ( 6 )
d_o0-fej! ^ 0  0005 ^yJLl! j^J-c 1 L —) I—. *— fesyij i— eeo_w0 00_Jj ^j^->0 _ ( 7 )
( ).................................. ( cuft" eft— 6-d )
( ) » * « * » « • • • • • • • *  f t o  b - b J  I ^ - 9 L Jd 0 b -5 L A  I a_aJ  ^g y ?   ^c _ b J  L d - J  1 ^ 1 - 0  _  ( 8 )
^ b j . « 0 *  * { j £ ' j  b ib  I «o ^ d _ b  < L o b fe> J  I lIL^Ig Cb— LxJjxA (L >  ife> J l  ^ d S  _  ( 9  )
( )  ................................. ....... .......  00— o ft I f t
J_e9 p i  d-oftfeJJ j^ -^feLg-cO 3  c>—k-R—> J  1 J 1-0 l^_g_00-30 0 0 0 i 5  —LJ I -ft* I 0-3—1 — (  1 0  )
10 ( )...'............. ”   ( y j f t V y ^ l L )
^ y> X X S C -/^ ^ jA J  J  b b d  1-0) ^J_A .0bd - (i d
II ( <5 O . J jj l y^ -9
12 ( } .......................  I_oJe-feJI y^i J b f e b  3 _ 3 jj f U x  _ (12)
9536
rtl 1.
- y Le V - V  O-□  O-TjJ--------' Id—9 f'rt y-UI J—O 1—rt I
Kj~zij £-7/'
3/ C A l  Jb
- , b _ a > J _ 3  ( u*
J dto uA- U1*
u*
-1. Jrt J_-3 o~ le t <i o jl.-sJl
—U p A  la Vjj ) dl a A  y d /  f ( y d  rfa3/  I ° )
^  L-Ofa I £ J /  aJ I y  9 djtiH— o  UI 6 o J _pj 1 y  _9
<AL Jjl. Ay J t o  J__i
0  0 3 VI A-fac \ll
(2) f$y A3 Lia—
u°-
—» I 'J I
 bJU 1
-—' crt 
 Jj
1 5
1 6
17
y d  £ g—x£X_R— 2^-0 14 old-pjl ^ l A l  dlxl .hUUI d L x y d  J I—A  _ (1
( ( yCS_R—  jl_g_0_sn_i 2--0 Or. jr.O d U + U  )
( I— g.— I.dad— ) L-g—J J o l_nd— y_JJl x d 3 _ y U  1 dlaPoA J la—a _ (2
( )<•■•............   CoA -y-UJ A O I JiiJ I 2a  die Id— I ' 9 i.,V. J 1
y  U 1 2<Hd-‘dJ 1 y d)^-jS-d- y U 1 y_U y *0 l J j ^ ^  _ ( 3 ,
( )...................... *---to* dty
537
18
1 9
20
21
22
23
2 4
25
2 6
2 7
( y _ULjjl A_oJl__>J a  f t u  j c — i
O------ d  ‘d --- 111 ( ' ■ A A '  ) • A f t  Jl— i
(..)................................................................................................................................  i _ f c J . l ^ _ i ~ s
l-$tt f,J------- — UI — J — U 0— a>\, cr— ;l J A — c
yjij_________>J I Pj]Uj| I J ,_J1 I y*, I OCrj I A--O la y, a
( ) . . . . . . ............................  y ___ I I <1 9 I__k t t )  I i y __ tt / u ___Li.
a  I a, y — 9 I_____g-o a__?tt d l l ,  y — U I  dl—c lt t t t l  a—<>a— = J I  y — 4 _tt J I - > — a
( )..................................... O-- -J3— d'
tzd9 1 —re>—) 1 ) dLc 1 -rere I <u3 j  I -recoJ 1 —aO I j  ulare 1 I q>-—*m
( ) dl_____ Jdoxd^ i- I J3 lre*U..O 1 W  (  ^ ^ ^  A“‘
, / r .  r e a l  . . . . . .  .0 c c - .J !  c r e t —  , , — i \ ,  j u r e  
cr____________ f t U I  g / k J I  ^  U   i l j  cr ; l  J U r e  .
( ) 4 t •»*•■••••«« * » 6 o H_-bO 1 ^_fi -LkxQ ^-v * I J ^ re_U 1 J
A . .   . .  ......... / dl^ j^—ctt>—/ —LI 1  re. J  1  ^^  Lc 1 j 1—1,— 1 1 -J>.—-rey ,
f H  o— 1/* '-Aft ur-AJI 1— k / k - " 3
( ) ..................................................  ill______ XoJctt-
   £b^y>JttUJ2-re j^.—OJ 1 —^^ r y y <1 <C_La_J 1 y ^ylo\ j  dlure 1 _^J 1 A>—-rey .
( ) ...................................  dl_cbdl ^  dU
l_S---9 d>Aft70id '■- O^J I J Gl-.-r._JT, y-U I y.jj I y 9 CAC- jg, UJ .
.; '■- " ' a 4a  7>J I y — Le y _—.a I ,  d k ^ ,  l—9 yju^j —dsi—/ J  1 < i vA Cb O r C j f
( ) ..............................................  !_gJ5 dLelttttl
- (4)
- (5)
-  (6)
- (7)
- (8)
- (9) 
(10) 
(11)
■ (12) 
(.13)
538
2 > a_JpJi dux____   a..'J I yU,___cVl
 jykjty 1—g_X.O j-x lx lu  d _ la  i d-pJ 1 yJL) I d—P—aJ I ^ l —d l J 3  IduaJ I y£i_R-— liJJy-3 —S I y_, /
U I  ( I — o—ld  d ld io  Ib a  y q i l — I C x l i  ' d—ft p l - U l  y  9 dlU_._Laa i j a y-o J  i_ P ~ i
• d j —  a  y —_P- V y < J --- tf / 9  1 ' J 0
y/ti1 4___ yftV! CdL— Si
1 o.ld
i 1 . _ •V1ti
■dl,ti
J------ . . — J5
(2) /9j 22s Lb. ( 1 ) "&y
^  \ y q‘*.t *' . *J /  £ d ad -Px3 1 y —J)y A—3 J l_5?_J 1 (_5~^ 'iJ el—  I dl—as3l y_l_C d— V 1 £ y-UJ dl——Id yS I I J
i I _a— 1 d (yxx 1 y £ Q 1 £ y -■' j  ^y,—9 (fa-— y^fa3da y—13 I (X~J' _9^/ I 5——_C dya y,—o (J 1 a>v—j
, d j o--—a- V j ( J— Id £ d— 1 J  o £ d yj--33 1
0 0 3 Vl
( 1 ) 
( 2 ) 
( 3 )
( 4 )
( 2 )  b d i i a -  ( 5  )
d idl_R-3l y  \y gV 1
( 4 )
( 3 )
( 2 ) 
( 1 )
rjh Vi
rtJi
JLs
4 2 ( ).. . ( yjti i(_to--aT/ ) dldV^ l 5 <5 -9 dLr-5— y U 1 y^ 3 13J 1 d—dyl 1 dLJ yJadi da <.la—11   ( 1 )
(2)
43
44
45
46
47
48
49
50
51
52 
5 3
U"J‘ a_5 (  A a  d a ^ J  1 (fa -*  ) ( fa  1 *—o dL> 3 3 A /d3 
■1 ".Idle
( )
( )
f -S - 4— dl—a e—3Jn— d d  1 —> i i— j  ! S  1—  p  d a A
—3 3  1 (  * y j l  I 1 y —*“ f a  1 5 3  1 )  d a  j ^ a J  1 I — I U  j  I d 3  I y d  y X  ^ y o y  d d —
,5---- -
(3)
(4)
i—9 I I. > tllti I Kii s A ^ j . —U I <AJa)-c£a_) 1 (5)
(y^to-U J1 £ fiaty ) tile I j ' i J ^  ^  ^7  ^^  ^ I ^ - 9  — ( ^ )
( ) . ♦ ♦ t_i!^ JL dUL dbctol dLjJI5 ^ Ltol V5
( )•*♦«*♦•*♦♦♦ ( to) ti _5—^ ^ —t ) lllto-b/ I £■ ^  I I 1 "to-oJ I <3-0 vA?>\_J I
tlLtolti^ti dJbrtJ I j t^i ( Oto^titi^ "^  ^  ^ to/—rfii
( |  ( « t « » * * • * « ( totititi-  ^  ^ ) A—o«A— b>J I ^  IwA/1 L*xco-l I t^i"cc*4-~' ( '—*> 1 j r ^  1 1 )
(  ♦ * •♦ d-ULslae dbl^ li l^ltol JdtoJ I
(  ) « , » ♦ * * * ♦ * * ♦ ♦ ♦  (  ^  ^ ti  ^X“^   ^ yJ-^ -«-<3aO lli_A_i-a.£-0 1-0 j  cy.s--LJ-‘—J I j —> —
[ )••♦»•••*»«**"««*«« A._ v^3__~£fajl yb I -Alfa) llJblJdC tiitio Ufa tlUfa IS- -
’ ) . . . • ( faljti' eto-^ Tf ) ( LgA-a-ld ya Ud^a ) dlddla yi ^ y a  Uayj y.^a-.j „
- (7)
- (8)
-  (9)
(10)
(11) 
(iz )
V540
Jl _5 Jl_____rJ 1 P. _90
y^_9_i_/0_) 1 ft) I 31-R-o d a 1 0_>J I ft) 30-9 Jfe ftS -^®J3 < l—g—J t  3-^fefey0 l—o S  y j -ft"' ' ft* Oft
1  y 1.3 JJ ( l—J 1-9 y^ -JJ 1 1 0  . / > I—r 3  1 3  1-51-0 '^ j —' 0 t—ft* ^   ^ & 1—R-O ^-,0 ^^ yn 1-9—A I 1-9—L—iJ 1 3
JL_. l-o 3L3s0l 0 0 I—, 13 -3 J I ^yJU fe 3>Ji0 * 3_J-c  ^ & 1 j&c f t ; \ j   U 1 deVlp^ -eJl ,^-Jp
J y^-9 ' d 3 1—3 JA * d 3  l <—S“J~J J) 1 —3.—t  ^ yt f 1 —! y^_ftfe 13 ‘
Am C—51—O—1 I y^ I y JJ V I d ,0 l-sj I y 1 y f l I 3V1 refeb
(2) blJbl
1 ) ( 5 ) c----- . 3./a d 5 ,11
2 ) ( 4 ) fe---- 0 AJI d__ dll
3 ) ( 3 ) fe 0 1 j . , a d j 1 11
4 ) ( 2 ) J— - .. Al A 0.11
5 ) ( 1 ) Lft'----- feJ! 1 _o
( ).,...... d-o0— 3.J1 ^  1-ixx 1 Jll-da 3.-50? jj^^AiA 3^0^ 1-R—> 31-R-o d-o feiftJI _ (1)
3-500 j^^AiA 3 —>( y !_r— * 1—’ d_3_s j0-9—, ^y—LJ1 ^y-c<J 1 j . >0—, 3 ?  1— 1 i s I/!-! 1   ( 2  )
5 7  { ) ............................................................... J__51.__feo
5 8  ( ) ..... 3U1001 JALteJl f t  ^ b o  fJAssl i_i!>, 5 f t f t ^  _ (3)
^ g-3 l-lfe-’A  3 o 0 3  Id , > 3 —1 3 1 —R-O d-O 1 0-ftJ 1 ^ y b  j  f t C  f t . i l  y A s S  1-0 —  ( 4  )
5 9  ( ) ............................... ^ ..................... ( 0 3 J I  )
'Jo0_3Jl f t  3-3.001 JAfefeJl Lyi {^ !-\j5l-gb'5fe" ) <fe3b f t 00_c fe ^ JLLjJ 1 _ (5)
60 ( ) ...................................  ( 0jJI )
Jl!-0-o 3-50-? ^ ^.AA 3 3 0 0 1  Q 3_s3 l ^)i0—efeS fe  3 ? I001 i_ilfeJl _  (6 )
61 ( )   ( a jf t \ )
6 2 ( )•• « • • * » • * • * • • • • «  ^^ */X3dfJ ^IVdSdAdb <5 ylx__i.J I tiJ l>-?LO d-0 I00JI3 1 C10I _ (7)
63  ( I ) uLLg 1.0d I I— 5 1-d. J I ^JJA—i  I —> J-4 liib^  J l-o — ( 8 )
64 (  ^ j  &—J I j ^£a1aJ jv9-£ i -did IhO 1 tiJ 1fe-o I a_/j \Jfer>d U 1J I s\JP— J1 — ( 9 )
 wliddjJbO bt> I ( d-O I b_iJ I db I AD I AJ5 1 L_sljjJl «. (10)
( ).................................................  J-i 0b  « s b
541
 .OJ 1 jryj \ ^q>%J Urere.dC A yC uJ I j vdfire ( ud V 1 £ y.t. J 1 ^ l.rere 1 ^ Ire I j l_o
dlre_yre^ d^rere ^JLrere d_lj^dre ^ JJ I ^^ dtO I O^re O^J>dre C dLOjC 1 yB I -^xre I j  ^y\ j ^ OJ I CdV I £ jp.uj I 5^^
* <S > 1 io>d ^ —cOre I £^_rejJ I I d & 0-C^ *
A Sj 1_______ .-Art__11
A. __<0 jyURrel I o' 33 '^ jji l_5?J I jgj 1 y  1 i x> di
1 ) ( 5 ) 1 ____a.J a
2 ) ( 4 ) b ------ . xU!
3 ) ( 3 ) o',-------- --o
4 ) ( 2 J J------- , U
5 ) ( 1 ) b------- rt tr.
68
69
70
71
72
73 
7 4
75
7 6 
77
( )...... UdJI y bk5 dklttttl J5UJI yJ yULaJI ^  p J - (1)
dieItttt 1 J5l.iuJI yJLc Hly 'idoT, yHLaJl Uykla, yd-l' JJIaUJI _ (2)
( ) . ....................... .....  ( QjaJl ykLsL, )
(y y y /  ) yJJ_jal y^Jabjj,,-97J_o jJ-SLxJl ylaal <sy5JI „ (3)
( J ................................ ( oiD*
( ) ......... IgkreA yJJI UaOJI JJLU yj dJ^jL_H yiJLaJl _ (4)
lg_Ja y_sJ_.aJ 1 pJJr yy,_si_tt U a_oArJ y_9 jJ5 laxo dJaa_c ^  JL5 _ (5)
( )............ ........... ( q  jy j I )
( ) . . . . die Itttt I UaOJ I ( ^y-rerevre ) I IredoJ I Qredfi 1 —c_/ A A  - (6)
( j •*****♦«•<»****♦♦♦•***♦♦* do i Al>J 1 I re-CO O —JySX^j A M I  - (7)
C sdrei-C^y-<dL3 ys I _o ^ —I—) 1 dre I j jj d^re ( dreOdre ) \—9 Idu—J I ^0c y~> i -re J dire L   ( 8 )
( )   ( 0 J.3-" u-A-a- ) gJ^ -, yJJ' p' d '  i
As y^AUA.0 die Itttt 1 ArtJJJ I , Art I _1?>J I yS I ys> Jii-tt ,a.9li dk-,, yjiOdi _ (9)
( ) d— oa—:> ^lore1 Q51-i.crt j j j U  
Art a_r>J I Q5 I - t t r t  y-9 d L  1 ,  die I —XaJ I I 9 I... J  .1 y,,_,.r ,  AlS—, — ( 1  0 )
78 b>AI (~&3d' yJUl ^ y j L . k_ (ll)
542
o ---------------------V ----------  __*xJ I b _______ Od.3 .J J / \  ^ b J_____A.^ .—J
_^y$ ^ J) 4  obfefe-J I J~i  ^I L>~~^ ^  Jd  ^ tiJ—J>j^ f^t-3 /^5—J>^-J uJdbL-» [ I JJ
J J  < J i b  J J  ^plc < J - b b  < ^— Ubb < j j i l i k J  ( jsod JJ  d ib lbb! <ildj>JI
* « “ ° ^ C Q
I ^  l_Ad I feld U^ wDnJ I LbjJ-CUd bj> I JJ 4 J  I ^ J  I I < 3 _fe 1 ^ 1— ~ 0 l f t s  I_ ijlfe  f t j  ^ 1 - ^ 0 1
• r~ yfto A—9—-9-3 i_5 +—& ^  1-001 0 0  11 j^>J 1 1—9 iftir-i ftka-j jO  I 0 — 3  I 3  « ii—b-90 1 p jlAJ 11 ^ y_0 0 o_i I ( d_Jl 1_®_J 1
3_Al? j l l  j  • 3 0 1.0 0 1 0 0 (1 3 X 1 f t  u b  y f t f iy  1 J _ b i  o V c  ,x- ^ '3 s-*—f t
( f>-A3 n''^  I ) L b c  '_5 ^ b x 0 _r £ - > 1  3 -3 J  I 0 -& yl>\ J f^tySCl 0 0 0 1  3  I g0 l_ - 3  ftlijjjl ySrG-l 3^ ^ 10 -J 1 ^_y-U 1
(_ 5--------------0 I—9 1 3 3  JUO0 1-0 j b  ^-<-<3 1-30 ftn fe ^y0-O0 1 » ( ,><.*-£!> 3 -. 0  1 1-0 ) 1.0 V 3 _—V_j-3uO
* J  I P 3 ------ X  1
/ V I  0 0 I-
f t O m O  d 0 —, 11  < p__ « 0
( 3 )  f t j  X i J X I ____________________________________________________________________ ',1________d l l  f t -^  ( V
1
2
3
( )..»..... (^  ) ( 003-fe 1 y  11 l-o^A ) 0—C30 300? 0 3lb 31033 J.j3 f t -3b0 fe ^ #^-0 _ (1 )
( ) ............  ( a )  <5 JllJ I ^9 L_jyft <i_Jfe0 3  JlAJ I y^_9 0 - 3 13  I0 0  3 b 0  fe 3^-0 _ (2 )
( ) « • • * ( A ) ( j J  I 3 L  J l l  * 3 b J l  fe * 3:0-00 fe ) d b  I I 3 3  ^ 0  <—a-fe 3 0 0  fe ,3 ^ 0  _  ( 3  )
< s + X >  t ^ 3 -*-t--e_jJ 1 ( 3  .1-3-eO ) ^ 3 I__90 3 _O-3-A i3_0903^^330 3 0 0  1 E Cj—° ~ ( 4  )
( ) .........................................................................................( A ) ( j J i  « ^ J i x i  ^  x ; i i i
0 -----------------3 1 3  0 0 ----- 9 3  y^-9 3^ <s—SL-, f t  jjS  I  V 3  £-___. I 3 . 3  f t j  3 ^ 0  I X 0 I0  y^ a — ( 5 )
( ) . . . .  ( A )  1 0 I - & 3  —^1 1 —e. 3  !_)•> fe * ^ 3 - 3  1 d—3  1 - 3  ^jdb Ld_ / 1  Cj jjd j^AblbJ I K 9^-td )
X/  ^ Fd ( * * I Lb —^^—ib c i,—^*b  ^ tlldb lb ( 6  }
X —t'jft ( L ^ b  ( J d lbL’J ) b jl__g b  x i . b J  Id
'7
543
8
9
10
11
12
33
14
15
tllfa-l-C —^g—c I—ifa 1 I <  ^I~SL_a^  ^ L-5~^ *—^ ^ ti~* (l-b'A l-C '
( )........................................... (A) a
d I j 1 dJ I y9 I  y t 6—od-iJl y-9 t j , <S p-ia> y .d— ly jiddA—3 illdd Id (fa-*
( ) • •  .......  *.. .....(A) d —9 J?3d (jdLPvx yU 1 Cd_d j)
{ ) .. (B) l-db ld*a dUij y^ j.u I v-0 b—> | _£>■ tJ-fa 1 A> 1-0— dj> 1_pJ I lild—d ill—d Id ya
( •)•* (A) yaid 2~° ( dd I yUa ) ddyo d—d yy3d3 id—dyJ 1 yd yy3— il—did ya _
( 1vlS-Cy lllaVl S I (lbJ3la iiild—-aia y-9 ) llld3yp- yd /.3d lilld Id ya _
( )  :;....:.......:.... ;...... :::..:.....: (B )
ill--- jlaaxd ( you ) I—3d ill—ak—3 i pJl—o lild l£ la lll_dd 1 £ y 3 _
( ) ................................. (B ) ( 15<to -
yd*———3 ill—Jd (yox IdJ I y—ly9Lx y—U I £y—dJ 1 (^y-9 <5_pU 1—o llld—d la il—d I £ y, r. —
( .).........................  (B ) L L  fd A  'ly r t U  5-dl
/_Loy: yd- 1—g-— l-rt y_2La iiUI_- y_i 2_pI__p y—d y_5 iiL-j l_d y—, _
( )   (.A) I__^ \ J l y
I g-fa ^ y"3 * JO—4 A I -> * (J __ 131 (fa 0 yx3 1 y-jy_t_w llLpjy ( /. _
(       ........ ( A ) -KaHsd,?
- (7)
- (8)
- (9)
(10)
(11)
(12)
(13)
(14)
(15)
544
S  H I 0  k l ^
jJI cr9 f—S-H a_=S' 3  cs~H' ? r d ' 3 ^  eft" cr-9 G k  1, ci,a I I t jj; ,r> 1 jH
1 —*a ^ *v j * j I k  j  I,——crt_11  /  i  p  ,^ La j j— *■', o i— > I ^ ^  pi.. —La i— * 13— .. r>- ^jitr 15 I y — L—, s—I j— —5 a—*
A____________ L o , —» — 770 CS— ~~9 d l - c a r r  y  U I  y —r j  I j j a l >  I y  U  ——k  y j _ k  j]  .  ,_J I P , — . c j  I I a _ — _&
y jX _  -ks>jgj l-rt-j 1 ^ J y L r  y - j - j  I y j i i  l a  y fg  l ^  J  ( J  •£> .J-9 —I y  U l  y ^ k  t t  jg j 1 _ A  
A_£ l-rt-2>U I ,  A _=>vr_=>_iO y  A  A  I ,  C X  I U  y —U  1 J , k l |  A  f l - o H  y y —L ’ 1 1 3 j O — S d i  y ) t t  I ,  I jJ A
— x u"- a!5 I. d l J o a a  d ) , a  ^  o ^  a f k l t t J I  y  *  J  ,
— , i jj_g- t J o 15 '— < I yd~3 1 eh* 9 H  S-’l Lft -llrt £
kyjl
~ft 3— H
f\ A Aw , J I^d3 d z> \ J t uire3 t-H.3  ’^-**“J ^ f ^  A, Jo I J0>- J
b —f Lf ^
J l P o  H I  y _ i  i j .
y^ I £ q— rey dLL H.g - "  c U y t t  I ,  *l-g- 
yHjl A l^reHi
_U1 ;a IJ c
yC 9 l AO y-.Xrt J ^ jgC
a________,*_d J l  cal_fJ
p_---------------------- *J
(3) pi, 1 s l k H I   1 _ ---
re ;-Hv a c (, ' o \p_____ g -1.P:. a— 5 y^—, 15^ £^—_>vj>%a, pg__ka c_r,a5_o I,a_/,_, yj*k~, y„15 — (1)
■“ » « " ' '’o'*,( (y__>,l_>- p H a  ) ypuorta-r" U  1 3 1 jj-oa_>- _^r l^—q-52—
y  -a \ j  dJ I .a— a j  I— ga £ £-1— aa.o y a  ^— g-lo , 1 a— a I jpJ I ty.^ o ^  I5J a-r> 13 _ ( 2 )
( )  ( lj---=~ j  H  pH-a ) ^-Hrt J —
1 8
1 9
'9
545
V ;
546
. 1 5 . f b
oaaPyj) ygP>/yl y9ya— yjjjIdJl yj 1 JlfaJxJ J^jlfafa \ Cj C —As \ -lo_L^ ZZ _^JLJ I I j^Jjbto to/~f  & 1 J
^ J J I ^to«J I I ti 1—0  * <i-U Jlpg^v JSJ i tboOiJI ^3
   —* 1-S i_0 tiJ^-S\Afa < 1^ I ~A t (Jfa-Ls to/^f 1*^ < t-L-V 1 ^juQ <5- X^ J I/v ( 4j,'<5J I to/—^ ( to—A~: dto"*
; J U r t l  t o  b l  ti~-* ^-0*5Nifa 1-0 t o  r t t o  I -q  t o f a  I  I ^ y x j > ^ z >  ^ y f u u Q  b_fa I a o >  t i  to  rto"5’'"*4’5 t o ^  ^
( 1 )
( 2 )
( 3 )
( 4 )
( 3  ) fiy  Ad l b  J  1 ( 5 )
, d U J l  y / 5 V l /VI A r t
( 5 )
( 4 )
( 3 )
( 2 ) 
( 1 )
A—— 15
rtJi rtrt
 a  A—— 1 5
_ _ J d  A + 1 5
 1x15 la
31
32
33
34
35
36
37
38
39
( j^—Ja l_Cby—d 1-< I-Cby—d 1 y_5L—— Ap- l_p J5 y-I— lllpyy I—Sydj—   ( 1 )
( )••••»*■ (^yyyk\ yJ.Xj5_.A- ) A£ laP- y d  3^—5——5 y^ U-ft d— J^ I V^ g J— llLp J J I 9y—  ,  ( ^  )
yj ^gJd—d yAodd' « yl5yyp_A- la llL-S £- 't o  ^3 (g.i' 3^ b l j j /  (fati^  ~ (8 )
( ).............................................  ( c u t o  i t oto ) y, 15
( ) '••••<*•• (fa la-dp> y x o  -^1 — y-a llbjjy yj—P>d yxJ__Ag_9yPCia yjjjl — f l i r r S   ( 4 )
( )    ( ..... . -Lo xn_15—— dlp-^y yj—px— A,— f lap- y d   ^ 15——5 _ ( 5 )
( ) ((fa^ ti'ttotoi ) toto"9'-* tto-" (_+5-J 1— iil^yli+ ito^ (3add t (ilylb5 yj-xxIjJI „ (6 )
(illlpaa yd U-d ) dll_Aa faLdlxdx- y i y b  la yj-ldJ! yJfa yj— P-d _. ( / )
( ).................................................   (CbyJI ( t o r t  )
<—r t —4 ^
( ) . . . . . . ...................- ^-p I— y  I— ad I lilp^  ti< -ildad p / ill— l—p> y d   ^ <fa>d5 — ( 8  )
1    a—5 ^x—la 1—fty—dl yjjjy dd— la l-fty—dl y -  . 1 xipx- 1 P- /5 ill ~>- y y  I d^ ax—   (9 )
( ) ............................... ............. ( yjyyJ I yjj.5p*— ) £y -1—
547
A X I  cl. 'ft-
p-C> l-R-O p0 30  Ul Jl-o_r3I_, 3 —00 ife J—1 1,000 3 3_?fedl Jl I_000 * d_0 0_3 1 0 *■ 1 Jll-fe, 3 Aoli
A fe/lb fe I— 0—13-9—13 I,— g--ft 3 -5.fe I ——g—j y n o -j I J— SiddJI ftZx— * Jl 3 Jl ^ —Lc © ^ ' .3 d 6
0ft Jl 3 -. 1 1  ^y-cteO 3—15 I —U-0 ^y-9
—k  I o d 3 - 11.
I3 L_ Sh !—o 3I 3_
J  0-
^y_JJ 1 d fe3-kJ fe J5 I— feo J-H3-, tc3 ‘
y ^ j f t j L o  ^ y —Ul ( ^—,13-3-) ) ^ y — JI 0 J 1-3. S b / b
50 X  I y^ 9 d 3 £ | 3 J— 61— -0-o 0J0— I? ^ 311! 0—.7 IP3— ctU I
0  03cvi / V!
( 3 ) pjij di IkJ 1
( 5 )
( 4 )
( 3 ) 
( 2 ) 
( 1 )
■'■A
42
43
44 
43
46
47
48
( ) * •     dLXsb ft d-o0-3-11 f^e-0 dUlfefe ft p 150". — (1)
( )  .......♦ • ij> j---- \ ft ' X 6 3 p-g-fe l_s— s-s 3 J 1 y.-x-j ^ X I  Jl— x X  I _ (2 )
• • • • J 3S3 l-R—' 31.—-R-o ly0- .Ra ft-J-J I 0ftjft'-'   (3)
31-su p fevX I f t 3^ X 3 3X30-& 0_9 3—X 03 _ (4)
- * -U —1—R-. ( J I-O33—. ^ 5-*^ )  J I— 0L333-J J 3_9_, — ( 0 )
3-5q I—R—,    ,, < X X  _ ( 6 )
p-33-, 00-93JI f t  Jl-00oJl l-f"k  O ‘  Oy\l Jl I J! J-fe- (7)
49
50
51
52
53
5-4
55
56
57
58
59
60
61
548
i—9yxa : y)_a j~a yJJ I I „a I i—91 y  d)^-A=*-s—> ca_J3
i p_g-i,_»a yJJl yjJulaJI yo yJblttw, laJl y_J y J y L ) , y  t j j ^ y L  Iv )i
(.)................................................................ I -H-Ia e,
yJa i 3 £ydfr> I y^ la yJa A. aJoJl dLilajl a y
( )..................  dbliyU dUSLH ( y H  ) y__ya _" " "N. *
dl 4_a=- < dUaJljj t dl, I a < dlaJ,
( )   * * » t « • t « t t t « « « * • • 1S1 I
( ) « • *»•••••• t «•«« * 4 • t 4 » « *»•«••••*•«• # I 9 I y   Lod udreJ^ _
/ \ ° .. «.***- r " Ore( J d— sure ^ y  J l-g—.id} i d_J!_©JI c^j I j l x q d  Li v b u  ^ y <J^id
( )  ^  ^ uF'^ 41’-^  d * dd^*"^ d^— '^ ~>dd
^  1 . *—/ I vlJ 1 ddb j I (jp*-* id^  ^d ^d-©>«0_l j^yyJ>* ^  ^_y I .O I —y
( ) ...........................................................................................................................................................j— a 1— . r e  1
y -------* A 1 dl^Jk jd^' Gly o~k' G X y _ J  c dl>,, y J  prtUa .
( ) ...................................................................................... J______ 51— /UJ!
'—I— 3d 5  y^—U  I l!*1—11 <— S j,<tr j * j—»3'—* ' I _ao dl a—a   ^*j j5..5
( )  ............ * .......................    p-g-d-*3d ySyX3
( > ....................................................................................  C i y J L f . r e y , .
Oxreyjf^—coOJ ^dd~^d  ^ * y&—f ;^Q-;3J I—> drere IreicO U*Jd—1£ j3d—3  .
(.).......       jfc--- w^d rikXrt-U Xso
j^>— d uii-l_yJ_R_tc> j  l_£Lre_> i klfd 'd-^ U5-^  Ho d-GA—1 I (J5 Iwcyyre) _^0a>re y^re^ d_9_y 1-0 .
( ) . . . . ' • .......................................................................................................  A ___ii
- (8)
- (9) 
(10) 
(11)
(12)
(13)
(14)
(15)
(16)
( 1 7 )
(18)
(19)
(20)
549
63
64 
6 5 
66
67
68
69
70
71
72
73
74
62
75
76
( ) ............................................. .1— *'j 1-b JlLfeJI b f e
{ ) .  303_g^3o j o  10 3 1 j  i_5-U o X  3
( OCjP 0ft 3—SS—t <0-00-35 1 J l Uu-0 3U3-? j—1—1
( )
( )
........... Jl 1-ceo 05 3 6"'*6 1—9 1 3—/ ^ ‘ j—. 0—1 I p^3*0»3 dX 1 3I0I;
. . . 30.03 X  o-Ul fbfeX.5 d-ft u ^ - 1 10~^' S-X^' X  f-Xs^ y C -X  
( 3^0 Jl Jll-feo (_ft 0ft'"Sft'^L^ 00—J3
J----- —6 1-cu-oJ 1 p C5 0 <-? 00_< 111 33 I 0 d I J3Lol o~ '3—** I y*) I —i y6 000 ^  9
( )   3 __?l_xX
( )....... 1-g-d P3_._L> I 0 ^yJJl (^e-IXI f t  Jl 13 x3 I ((>09ljSS ) (^r0-.lce-.0
( ) X f e  Jllfe b J I  f t j ]  ^ X  X I X  I f t  ( I X  y  ) 6 o \  yrJX^  p-lixs
( ) * X U  VI * o^XI 1—9 | jft ^ 00uju V y
( )..............  dlxlbbl XoJukJl
( )  ......  p----X-R.O Jll-feo 300X C<XI ^XXI JXX _
( J 1-3-J I >^3! XI yXi Ufe J1-00O Jl ^y—U 3L333 y-yrol) __
 3=S— ’ ‘ 3 Jd? ^ y_U I d_3 1 yA ! P IX y^-9 3 ( (030_>3 I 0_R—, 0-0 00 iiXc—X) ^y_9 „
( )«♦•¥♦******♦♦*♦***•*•♦* d   OiX>vJ 1 JJ l»(/LO 0X 00 X  \o Jl3-e0 I
«5 J( ) ....... 3000-33 jft>- y-r y p—A—*—< 1-0 O»>70 ( d 330 I J yrtr—f ) y 3—0 3yO 1   ( 3 1 )
22)
23)
24)
25)
26)
27)
28)
29)
30)
31)
32)
33)
34)
2 1 )
A— J*— „%,Ul— £—11 dl y 11 5 2/-—rs '—.,11 4— j— Lyll
E N T E R P R I S E  NAT ION A L E  DES  V E R R E S  ET A B R A S I F S
-OooooO- "UNITE YERRE • ORAN -O0000O-
E eN 0A aY«Ao U.Y.O.
BEPARTEmENT RESSO'O'RCES HOMAINES/
service for mation/
M5
tr
$
tiir>
■8
0)0
a
0
5
I 1
q
0
o
0
aQ*
0
5
J  - 1 T T E S T A T I O N
L© Directeur sis X’Unite Yerre Gran*
Attest© quo /)/)“ TIGBEZZA m *HAW(BD 
Nri (e) leg 12.11.1951 a AHPIR 
A effectue (©) un stages Pratique
pertant eur 1© theses Stress profeseionnel et strategies
d"adaptation et de gestion«
Cette presente attestation lui eat d^livr^e pour servir 
et valoir ce quo de droit „
P/LE BIRECTEDR
Avenue des Martyrs de la Revolution - ES-SENlAftORAN)
Tel. : 36-20-45 a 49 B.P. 33 Es-Senia Telex : 22.465 R. C. 83 B 000006 Oran
INSTITUT DES. SCIENCES SOCIALES
/  / ____ /HAVE ii S IT E  D 1 0 R A N
/)/)onsieur Le Directeur 
Adjoint Charge des etudes 
ppddagogiques et scientifiques
\ ^ S D 1* w '/ A / ) / ) onsieur .Le. Direoteur • • ► •
de, JL! .Unite .Verre *d'. Oran......
st?. ^
Je vous prie de foien vouloir permettre a Monsieur 
, .TJQDDZZ.A. MlH^sMED.............   enseignant a 1 ' Institut des
sciences sociales * departement de psychologie, a effectuer 
des travaux de rechercHe dans votre etablissement, et ce 
dans les cadres de sa recherche en vue de la realisation 
d'une etude sur le terrain portant sur; stress*professionnel * •
Qt spirqtepies ,cV adaptation et.de gestion. ..... '.........
et qui visa un objectif exclusivement universitaire convainons 
que cette demarche beneficiera de votre bienveillance, je vous 
prie Monsieur d'agreer 1 1 expression de nos sentiments les 
meilleurs.
